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Problem
The fact that evangelism in the Unorganized Territories of the Chinese Union
Mission was done mainly as personal evangelism and that public evangelism was limited
to a one-day seed sowing meeting had led to a serious need for equipping pastors in
effective public evangelism methods. It required a model of public evangelism, which is
adaptable to the local Chinese culture, and a mentoring program that accompanies
evangelists, who were still developing their skills in public evangelism.
Method
This study used a parallel mixed methods design to measure the perceived
effectiveness of selected methods in the mentoring program. This design involved

collecting data with a multiple-question survey with both Likert-style and open-ended
questions from students, and conducting three group interviews of students and faculty.
All of them had participated in the evangelism training and conducted evangelistic
meetings. Descriptive and inferential statistical analysis, coding, and thematic analysis
were used to analyze the data.
Results
Participants rated the 10 effectiveness variables of the mentoring program
(training materials, learning process, mentoring process, feedback process, evangelistic
preaching, appeals, authentic evangelism, dedication, evangelistic series experience, and
preparedness for future evangelistic meetings) as being helpful. The overall mentoring
program was perceived helpful and it was perceived to be equally effective in all sites,
regardless of gender, age, and pastoral experience.
The feedback process variable was rated most helpful compared to other
variables. The qualitative results indicated that students found they were being
encouraged and affirmed, which gave them confidence to practice in front of groups;
eventually, their performance was enhanced. The findings concluded that the quantitative
and qualitative results converged.
The results of this study suggest that the development of leaders and evangelists
requires far more than isolated short-term training events. Instead, this study documents
that more comprehensive and developmental instructional strategies paired with
intentional mentoring in real time and real world settings are necessary in order to see the
desired growth in effectiveness in the training of leaders and evangelists.

Conclusion
The mentoring program for training Adventist Chinese evangelists was perceived
as helpful and effective. Also, the mentoring program was equally effective in all sites,
regardless of gender, age, and pastoral experience.
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CHAPTER 1
INTRODUCTION
When looking back at the Adventist church history, we learn that public
evangelism played a significant role in its development. Burrill (2007) says, “Since its
inception, the Seventh-day Adventist Church has been involved in some form of public
evangelism.” The advent movement of preaching the three angels’ message in Revelation
14:6-12 is described there as a “public evangelistic movement.” It is still “a vital part of
the ministry of the Adventist Church” (p. 9). Furthermore, there was significant growth
when the Church emphasized evangelism. Burrill (2007) concludes:
We can learn two things from this history. First, when public evangelism is given
top priority, the Church grows, and apostasies decline. Second, when public
evangelism diminishes, church growth slows, and apostasies increase. Therefore,
public evangelism is the antidote for apostasy and is the backbone of church
growth. It is not the only thing we should do, but we dare not neglect it if we
value the fulfilling the Adventist mission. (p. 86)
One of the founders of the Seventh-day Adventist Church, Ellen White (1946)
also emphasized the importance of evangelism when she said: “The Lord designs that the
presentation of this message shall be the highest, greatest work carried on in the world at
this time” (p. 18). In the final hour of the earth, the advent message must be proclaimed
to “make ready a people prepared for our Lord’s return, must swell to a loud cry reaching
the uttermost parts of the earth” (p. 5). Adventist church history began with public
evangelism and will end with a loud cry (Rev 18:1-4). Thus, public evangelism plays an
important role in fulfilling the mission that God has entrusted to the Adventist Church.
1

I have observed that public evangelism can bring a great harvest into the church,
e.g., in a public evangelistic series in Kiev, Ukraine, in 1995, when 100,000 people could
not get into the hall (John Carter: The authorised biography by Phil Ward, 2006), which
could only accommodate 9,500 people. In the evangelistic meetings in Zimbabwe in
2015, there were 30,000+ baptisms ("Thousands Baptized in Major Outreach Effort in
Zimbabwe," 2015, May 31), and in Rwanda in 2016, there were 100,135 baptisms
("Baptisms Reach 100,000 in 'Wonderful Miracle' in Rwanda," 2016, July 5). In contrast,
evangelism by the Adventist Church in the Unorganized Territories (UT) is often limited
to doing personal evangelism. Public evangelism usually takes the form of a one-day seed
sowing meeting, and there is no reaping evangelistic series.
The apostle Paul urges the young Timothy, a church leader, to “do the work of an
evangelist” (2 Tim 4:5, NKJV, and thereafter, unless otherwise specified) as proof of his
calling. However, the situation in the UT is that most church pastors and young people
have a limited training in how to conduct a series of public evangelistic meetings.
Background
This section gives the background of my public evangelism training and my
mentoring experience. This background provides the reason I pursued this study.
Public Evangelism Training
For the past several decades, churches have experienced restrictions on religious
freedom in the UT. Beginning in the 1980s, churches gained more religious freedom, and
they could do more evangelistic activities. This new freedom greatly emphasized
personal evangelism and public evangelism events that were typically one-day seed
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sowing meetings. Those meetings attracted guests to visit a local church and often led to
a relationship with church members, but were not conceived as reaping the harvest. Thus,
most pastors have a limited idea on how to conduct the public reaping evangelistic
meetings that are often conducted in Adventist churches in other parts of the world.
In 1999, my professor, Dr. Carlos Martin, a former professor from Adventist
International Institute of Advanced Studies and former Ministerial Secretary of Northern
Asia-Pacific Division of Seventh-day Adventists (NSD), came to my church to conduct a
reaping public evangelistic series. I translated his sermons from English to Cantonese. In
his mind, he wanted to train an evangelist for the Chinese. One evening during the
evangelistic series, he asked me to preach one of his evangelist sermons and showed me
how to deliver it, first to him and then to a live audience. In the following year, Pastor
Mark Finley conducted a series of evangelistic meetings at Sahmyook University, Seoul,
Korea. His sermons were translated and transmitted via satellite throughout the northern
Asia-Pacific region. I was one of the six translators. In those two evangelistic series, I
saw the impact of public evangelism and the potentially greater results if more
evangelists were rightly trained. I was on fire and determined to do it.
In the following 20 years, from 2000 to 2019, God opened the way for me to do
public evangelism; my wife and I have traveled to over 70 cities and conducted over 100
reaping evangelistic series among the Chinese populations in 16 countries. Again, all
those meetings indicated that public evangelism still works among the Chinese and could
produce fruitful results.
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Mentoring Experience
What Finzel (1994) says about the importance of mentoring touches my heart:
“Success without a successor is failure” (p. 160). Since 2010, I have intentionally trained
334 people in evangelistic preaching; most are theology students from the UT. The more I
do it, the more I have a deeper sense of a need for research in mentoring the young
people in evangelism.
In the first ten years of my public evangelistic efforts, I involved some young
people, theology students, church workers, and members in my evangelistic meetings in
seven countries. They would help in different aspects of the evangelistic meetings, such
as with the translation, setting up of equipment, visitation of the seekers, and giving Bible
studies. During that period, I also taught some students in evangelism in more practical
ways. Their role was mainly helping and observing, and I wanted to motivate them to do
evangelism. As a result, I saw many, if not all, enjoyed very much that they had a part in
evangelism.
However, I observed greater joy among the young people when I changed my
strategy, beginning in 2010. When I was teaching some theology students in evangelism
in the UT, I had to, or in a special sense, was forced by the circumstances, to pick some
students who were good preachers and trained them to co-preach with me. I was still the
central figure in the evangelistic meetings. My training at that time was similar to what
Dr. Martin did for me, going through the sermon verbally for about 30 minutes; then they
practiced, and I commented. After the sermon, I gave a brief critique of how they did.
That put much pressure on the students, but at the same time, I noticed the students were
much more revived in doing evangelism.

4

In the Fall of 2014, I took a class on Leadership Development & Mentoring from
Dr. Baumgartner. One assignment was to do a mentoring project where I helped four
students (mentees) from October 19 to December 31, 2014, to prepare and deliver a set of
eight contextualized evangelistic sermons. At that time, I became more serious about
mentoring and did it more systematically, helping young people to become evangelists
and coaching them to develop their own evangelistic sermons.
The following year, in 2015, I took three students of the senior pastor cohort to
conduct three consecutive evangelistic series in the UT. I tried out an evangelism model
that worked out well in those three cities. From then on, I used this model in my
evangelism class for evangelistic meetings in the UT.
In the Fall of 2016, I did a qualitative pilot study on mentoring evangelists.
Through the interviews, I learned students would perform better in evangelistic preaching
if there were sermon scripts and videos for them to watch. In response, I incorporated
sermon scripts and videos in my intensive training program. As I improved my training,
more students were benefitted from it. Also, I saw some significant changes when I
implemented some leadership theories in my training, particularly on critiques, i.e.,
giving and receiving feedback. Students learned a lot during the group and peer critiques.
As I review my mentoring of evangelists in different stages, it seems that I
adopted the situational leadership theory, which was developed by Hersey and Blanchard
(1969). In this theory, the leader adapts his approach based on the readiness of the
follower for the job and the task, job, or function (or situation) that needs to be
accomplished. The approaches that the leader has available to them vary on a continuum
based on the following categories: directing, coaching, supporting, and delegating.
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In my mentoring, I seemed to have adopted different stages. At one stage, I
engaged more in directing, i.e., giving directions and roles for students on what to do,
how to do it, and when to do it. Sometimes I did coaching, i.e., giving directions with
two-way communication. Sometimes, while serving as a supporter, I provided less
direction and more support and encouragement; more recently, I adopted more the role of
delegating, i.e., letting each student be responsible in the training process.
As an experienced evangelist, I have conducted over 100 evangelistic series
around the world. As a teacher, I have taught 500 theology students in evangelism
courses. As a mentor, I have guided over 300 people to deliver evangelistic preaching. As
a student of the Doctor of Ministry program at Andrews University, I learned how to
prepare the church for evangelism. As a student of the Leadership program at Andrews
University, I learned how to incorporate those leadership and learning concepts in
mentoring people for evangelism. As a researcher, I am learning from the field research
and gathering data to improve my training. Experience is important; combining it with
theories and field research will be more beneficial to the students. Overall, leadership is
done with people, not to people (Blanchard & Hersey, 1996).
In the Bible, we can see that God used Barnabas to mentor Paul in pastoral
formation. Hall (2017) describes that mentoring experience was very important to Paul
and determined his success in later ministry. He says that Paul “would have been shut out
of the church completely if Barnabas had not come along beside him” (p. 45). Also, if
Barnabas had not been with him in the first missionary journey, he “may have woken up
ten to fifteen years later to discover he was not the minister he had envisioned when he
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first encountered Jesus on the road” (p. 45). Hall further explains that the mentoring of
pastors may be the greatest single factor in determining their future success (p. 44).
I can fully echo what Hall says, as mentoring from Dr. Carlos Martin developed
me into an evangelist, which is important for me. Now, in turn, I am developing others to
become evangelists to finish the work of God.
Statement of the Problem
Evangelism in the UT was done mainly as personal evangelism and public
evangelism was limited to a one-day seed sowing meeting had led to a serious need for
equipping pastors in effective public evangelism methods. Public meetings were an
important means of harvesting the good work that was happening in personal and seed
sowing evangelism. Taking advantage of opportunities for public evangelism were shown
to result in greater numbers of baptisms. The context of the UT requires a model of public
evangelism which was adaptable to the local Chinese culture. However, a training
program for church workers that deployed them alone was not enough. There was a need
for a mentoring program that accompanied evangelists, who were still developing their
skills in public evangelism.
The focus of this study was a training program for evangelists conducting public
evangelistic reaping meetings among Chinese populations in the UT. Over the last few
years, the refined model I incorporated action learning and mentoring through peers and
experienced evangelists.

7

Purpose of the Study
The purpose of the study was to evaluate the perceived effectiveness of selected
variables of a mentoring program for training Adventist Chinese evangelists. Of
particular interest in this study was the use of feedback in evangelism training in a culture
that disapproves of public critique. This research evaluated the use of feedback as a
critical component of evangelism training and identified effective ways of providing
feedback for improvement in a culture that does not approve of open critique and faultfinding, which make people lose face.
Research Questions
This study was guided by the following two research questions:
1. What is the effectiveness of the mentoring program in terms of training
materials, learning process, mentoring process, feedback process, evangelistic preaching,
appeals, authentic evangelism, dedication, evangelistic series experience, and
preparedness for future evangelistic meetings?
2. Is effectiveness related to site (campus versus extension sites), gender, age, and
years of training as a pastor?
Methodology
This study used the mixed methods of quantitative and qualitative surveys to
measure the perceived effectiveness of selected methods in the mentoring program. The
quantitative survey was to measure, describe, and generalize about variables of interest to
the researcher, and to determine the relationship between variables. The qualitative
method was a more in-depth understanding of the students on their perceived
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effectiveness of the mentoring program. Both quantitative and qualitative surveys are
used to supplement one another in the same study.
The sample for the study were those 100 students, made up of 97 theology majors
and three health majors, who had taken intensive training from me in 2017 and 2019.
Training included an overview of public evangelism, group critiques, how to give
appeals, etc. Students were provided a set of evangelistic sermons in PowerPoint with
sermon scripts and videos of my preaching.
For the quantitative methodology, I used survey questionnaires (see Appendix D
The Research Instrument). A post-study survey was given to students to fill out to
ascertain their perceived effectiveness of the mentoring program. They were divided into
the following four groups: one on campus and three in the UT extension sites.
For the qualitative methodology, I interviewed one group of students and two
faculty members (co-mentors) who helped lead out the small group feedback, and a comentor interviewed one group of students. Each student group consisted of four to five
people. One group consisted of young people with little preaching experience. The other
group consisted of experienced pastors from the extension site. Open-ended questions
were asked on their perceptions of the effectiveness of the mentoring program (see
Appendix E).
Significance of the Study
This study yields a detailed description and analysis of mentoring evangelists for
public evangelism among the Chinese; it contributes to the knowledge and understanding
of effective mentoring of evangelists, particularly for the work in the UT. As this study is
primarily about public evangelism among the Chinese, it is worth noting that public
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evangelism is a major emphasis of the Chinese Union Mission (CHUM) and NSD. So,
the contributions of this study will help the evangelistic work in the UT and further
develop more effective evangelists to advance God’s kingdom.
This study is of importance to different people. First, as an evangelist, I learned
how to effectively train people to become evangelists. I learned systematic and effective
ways and methods of training evangelists. This helped me to rekindle the fire of public
evangelism among Chinese churches and, in a greater sense, to fulfil God’s mission by
developing hundreds of evangelists with the skills to successfully take up this important
work.
Second, the students who were responding to the survey learned more effective
ways of preaching the gospel. They were trained to build their skills in evangelism more
effectively and develop their interest in doing evangelism. They will learn from the
findings of this study and become effective mentors in training their church members in
evangelism. By doing so, they will build their credibility as pastors and effective trainers.
Third, the CHUM, as they are promoting evangelism, this study will provide them with
more insights and key elements as they train their pastors in evangelism and sharpen their
understanding of cultural elements. Fourth, the pastors, as the results of this study give
them access to more effective evangelism methods. This will help them become effective
church leaders for advancing the gospel. Fifth, the churches within and without the UT, as
they may be able to apply the principles of this study in their ministry when they are also
engaged in evangelism. This will help their churches grow and at the same time, cause
apostasies to decline.
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Lastly, this study might change the mindset of some pastors who assume that
young people cannot do the work and that public evangelism does not work in the 21st
century. With proper mentoring, even inexperienced young people can do a mighty work
for God, especially in public evangelism in this regard.
Conceptual Framework
The conceptual framework includes the input, process, and output (outcome); see
Figure 1. The input part is the participants. The process part is described in Phase 1
Introduction, Phase 2 Three-fold Growth, and Phase 3 Dedication. The output (outcome)
part is described in Phase 4 Public Evangelism and Phase 5 Celebration.
1. Input: it includes the participants (mentees) who have limited or no experience
in reaping public evangelistic meetings.
2. Process: it includes the Phase 1 Introduction, Phase 2 Three-fold growth, and
Phase 3 Dedication. In Phase 1, it includes the reaping evangelism model, and the
training materials. Students were encouraged to participate the evangelism training and
conduct evangelistic meetings afterward. In the first session of training, i.e., the Phase 1
Introduction, the reaping evangelism model was explained by me as the main mentor. The
evangelism model was set at reaping (harvest) in nature. During the evangelistic meeting,
ten doctrinal sermons were presented to cover the 13 baptismal vows. These were the
essential doctrines that seekers need to know before baptism and join the Seventh-day
Adventist Church. The aim was to double the number of decisions for baptism. For
example, if there was one person prepared for baptism when the evangelistic meeting
began, at the end, after presenting the doctrinal sermons and making systematic appeals,
the number of decisions for baptism was doubled, i.e., two people.
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Figure 1. Conceptual Framework of the Mentoring Program.

A set of nine evangelistic sermons in PowerPoint presentations with sermon
scripts were prepared for the students (mentees). During the training session, the key
ideas and concepts of each sermon were shared. The sermon set was adapted from Dr.
Carlos Martin’s evangelistic series material, with modifications in sermon contents made
by me and to include more illustrations that are more appealing to the Chinese mind. This
set of sermons have been used in 74 series of evangelistic meetings in different cities
among the Chinese populations and tested to be effective and appealing to the Chinese
mindset. In addition, a set of evangelistic preaching videos were provided for mentees to
watch. Those videos were recorded when the teacher (mentor) provided the training and
preached the sermons in front of them. Mentees, during personal practice, could watch
the videos and read the PowerPoint sermon scripts at the same time for Active Learning.
In Phase 2 Three-fold Growth (personal, small group, and large group), mentees
first practiced the evangelistic preaching personally, then in small and large groups. All
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the campus students were divided into evangelism teams of four, led by one teacher (comentor) and four students (peer mentees). During the small group practice, students
(mentees) received feedback on their evangelistic preaching from the co-mentor and peer
mentees. During the large group practice, all group members gathered together. Students
received feedback from the main mentor, co-mentors, and all peer mentees. The mentor
was the key person helping the mentees in evangelistic preaching.
We demonstrated the four components of Authentic Leadership in providing
feedback during the training sessions, i.e., “self-awareness, relational transparency,
internalized moral perspective, and balanced processing” (Walumbwa, Avolio, Gardner,
Wernsing, & Peterson, 2008, p. 89). In the context of providing feedback, “selfawareness” refers to the mentees’ strengths and weaknesses in evangelistic preaching;
“relational transparency” refers to the mentees’ openness of sharing thoughts and ideas
about their preaching; “internalized moral perspective” refers to the mentees’ moral
power when preaching and making the appeals, and “balanced processing” refers to what
the mentees do when receiving feedback, and during their reflection—they take into
account the strengths and weaknesses of their preaching and make a change of it.
During the training program, Active Learning would be of crucial importance,
particularly the four stages of Kolb’s learning cycle (see Figure 2). In the “Reflective
Observation” stage, mentees took into consideration their and others’ performance for
comments or feedback. In the “Abstract Conceptualization” stage, they concluded and
learned from the experience and explanation of others how to improve their evangelistic
preaching. Then, they did it again in the “Active Experimentation” stage, when they had
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personal practice, memorized the notes, and watched the video. Then, they preached
again in front of others, which was the “Concrete Experience” stage.

Figure 2. Kolb’s Learning Cycle on Evangelistic Preaching.

After all the training sessions with personal practice and group feedback, in Phase
3 Dedication, we had a dedication ceremony featuring an invited church leader who came
to give a special dedicatory message about two weeks before we sent them off for their
evangelistic assignments. On the same evening, we had an all-night prayer meeting,
seeking God’s guidance, presence, and protection during the evangelistic meetings.
3. Output: it includes Phase 4 Public Evangelism and Phase 5 Celebration. In
Phase 4, we sent them out to conduct evangelistic meetings in teams of four students, led
by a co-mentor (teacher). This phase described the output, i.e., after the input of learning
and the practice process, they conducted the evangelistic meeting to see how effective the
mentoring program was. Then, in Phase 5, students returned to school in the new school
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year, sharing their stories and reflecting on their own learning. The outcome we looked
for were those effectiveness variables: evangelistic experience and preparedness for
future evangelism, and the influence on the students.
Limitations
Time was a constraint in mentoring the student evangelists as it usually takes
longer over a greater period. Those students trained at the TAC campus had definite
advantages: they had intensive daily and weekly training activities, and they got more
help from the co-mentors and peer-mentors. However, for those who studied the intensive
classes in the extension sites, the training time was greatly limited to classroom hours,
i.e., between 45 to 54 hours, there were no co-mentors, and there were limited peermentors helping them during the training sessions.
Another limitation is the arrangement of churches for students to conduct
evangelistic meetings. Many churches have not engaged in reaping public evangelism
before; they had a limited idea how to prepare the church for it. It would limit the
groundwork to be done before the meeting; thus, it would affect the attendance of the
seekers and the number of baptisms. It takes some time to explain to them how to
prepare.
Delimitations
I have delimited my study in several areas. First, it is to measure the perceived
effectiveness of a formal mentoring program for developing Adventist Chinese
evangelists. The mentoring program is based on my series of evangelistic sermons in
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PowerPoint with sermon scripts and videos. During the mentoring program, I worked
with my colleagues, who also became the co-mentors of their small groups.
There are several ways to measure the effectiveness, but I delimited it to the
perceptions of the students, not the attendees and local churches. Another delimitation
relates to the unique characteristics of the Chinese in the UT. In other parts of the world,
the Chinese mindset may be shaped in a different way. This research focuses on the
evangelistic preaching in the UT, in which the perception of Christianity and its message
is different from that prevalent among Chinese communities that are more exposed to
Christianity.
Definition of Terms
Action Learning is defined as “a process and tool that enable individuals as
groups to learn while solving problems and implementing actions” (Marquardt & Banks,
2010, p. 160).
Active Learning is defined as “any instructional method that requires students to
do meaningful learning activities and to think about what they are doing” (Bonwell &
Eison, 1991; cited in Van den Bergh, Ros, & Beijaard, 2014).
Adventist Church is short for Seventh-day Adventist Church, a Protestant church
that is basing its beliefs on the Protestant Reformation principles on Sola Scriptura, Sola
Christus, and Sola Gratia, and have a high view of the Chrisitan life that brings us close
to those churches that emphasize the Christian walk and lifestyle as a fruit of our
salvation through Jesus Christ.
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Appeal is an invitation to “individuals to make a lasting decision to follow Jesus”
(Burrill, 2007, p. 222). Appeal, call, and invitation to make a decision are different terms
describing the same thing.
Authentic Leadership is defined as “a pattern of leader behavior that draws upon
and promotes both positive psychological capacities and a positive ethical climate, to
foster greater self-awareness, an internalized moral perspective, balanced processing of
information, and relational transparency on the part of leaders working with followers,
fostering positive self-development” (Walumbwa et al., 2008, p. 94). It involves a few
elements, such as “(a) enhancing self-awareness [which] can help people in organizations
find more meaning and connection at work; (b) promoting transparency and openness in
relationships—even between leader and followers—[which] builds trust and
commitment; and (c) fostering more inclusive structures and practices in organizations
[which] can help build more positive ethical climates” (Hughes, Ginnett, & Curphy,
2012, p. 170).
Coaching is about facilitating change through listening, challenging, supporting,
questioning, testing, and giving feedback (Tineke, 2017, p. 65); it focuses on enhancing
performance by helping an individual close their knowledge and skill gaps. Mentoring
focuses on facilitating the future growth and development of the mentee. Both terms are
often used interchangeably (Zachary, 2012).
Evangelism refers to “the process of winning people to Jesus Christ and enabling
them to be transformed by God into responsible church members who are ready to meet
Jesus when He comes” (Burrill, 2007, p. 10).

17

Experiential Learning emphasizes “the central role that experience plays in the
learning process” and is often depicted as cycle that includes reflective observation,
abstract conceptualization, active experimentation, and concrete experience (Kolb, 1984,
p. 20); it involves engaging students in activities that enable them to experience course
content (Svinivki & McKeachie, 2011).
Feedback refers to the “information given to students in written or oral forms
concerning their learning and performances” (Yuan & Kim, 2015, p. 409). Those who
provide feedback are mentors/teachers and peer mentors/students, and those who receive
feedback are mentees/students in our setting. This term carries the same meaning as
“critique,” which is sometimes used interchangeably.
Leadership has many definitions; in the setting of a Christian leadership setting, it
is defined as “a person with a God-given capacity and a God-given responsibility to
influence a specific group of His people towards His purposes for the group” (Clinton,
1989, p. 36).
Mentoring is “a relationship between a young adult and an older, more
experienced adult that helps the younger individual learn to navigate in the adult world
and the world of work. A mentor supports, guides, and counsels the young adult as he or
she accomplishes this important task” (Kram, 1985, p. 2). See also the definition of
coaching.
Northern Asia-Pacific Division (NSD) is one of the 13 divisions of the world-wide
Seventh-day Adventist Church. It covers South Korea, Japan, Mongolia, North Korea and
Taiwan.
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Persuade sometimes refers to appeal or invitation; it means inviting people to
accept Jesus and His message.
Reaping Public Evangelism refers to the doctrinal approach in public evangelistic
meetings. At the end of the meeting, a baptismal ceremony is held, hopefully to double
the number of baptismal candidates that were prepared before the meeting is conducted.
Taiwan Adventist College (TAC) is one of the 8,515 Seventh-day Adventist
educational institutions around the world, located in Taiwan.
Summary
This study is organized into five chapters. Chapter 1 discusses the background of
my evangelism training and mentoring experience, which provides the reason for this
study. It also explains the statement of the problem, the purpose of study, research
questions, methodology, significance, limitations and delimitations of this study, and a
conceptual framework of the mentoring program, which shows the key components of
my mentoring program.
Chapter 2 reviews the literature of authentic leadership, learning theories,
mentoring theory, Adventist Chinese evangelism, and the five-phase mentoring model.
Chapter 3 discusses in details the phases of my research and the methodology, including
the population and sample, the instrumentation, the data collection procedures, the data
analysis, and treatment of data. Chapter 4 contains the findings using tables for the
quantitative results and their analyses, and narrative description of the qualitative results
of the interviews. Chapter 5 summarizes the study and highlights and discusses the major
findings before offering conclusions, recommendations for practice, and
recommendations for future research.
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CHAPTER 2
REVIEW OF LITERATURE
This chapter reviews research on key leadership and learning concepts that can be
applied in evangelism and in the training of evangelists. It also describes the evangelism
and evangelism training models that are the focus of this study. First, I examine the
literature on Authentic Leadership, and then I study the theories of Active Learning,
Experiential Learning, and Action Learning, discussing their implications along with
authentic leadership in the context of the training of evangelists. Second, I examine the
literature on mentoring theory and how formal, informal, group and peer mentoring can
be applied in a mentoring program for developing Adventist Chinese evangelists. Third, I
describe the Adventist Chinese Evangelism Model, which includes Adventist Chinese
evangelism, my evangelism model, and effective sermon delivery. Fourth, I describe the
Five-phase Mentoring Model central to this study and some important elements, such as
mentoring skills and feedback on preaching.
Authentic Leadership in Evangelism
This section describes the background, definition, four constructs/components,
purpose, and benefits of Authentic Leadership. It also reviews negative and positive
examples from the Bible to learn the real impact of an authentic leader. Finally, it
explores how the four components of Authentic Leadership apply to evangelism and its
importance in training Adventist Chinese evangelists.
20

Leadership
Leadership involves influence; without influence, leadership does not exist. At the
heart of leadership is the ability to influence others. Thus, an evangelist is a leader
because their influence upon the audience aims at eternal life. Northouse (2016, p. 6)
describes leadership as “the process whereby individual influences a group of individuals
to achieve a common goal.” Clinton (1989, p. 36) describes a Christian leader as “a
person with a God-given capacity and a God-given responsibility to influence a specific
group of His people towards His purposes for the group.” The trainer of evangelists
surpasses a simple leadership role because their influence upon the evangelists toward a
common goal would be greater; they are multiplying the evangelists and multiplying the
influence upon those who hear the gospel.
Those Christian leaders will exert an influence upon their followers, as explained
by White (1925), and their spirit is contagious: “The spirit manifested by the leader will
be, to a great extent, reflected by the people” (p. 22). White (1985) continues to explain
that heaven demands this influence. She says: “Heaven is watching to see how those
occupying positions of influence fulfill their stewardship. The demands upon them as
stewards are measured by the extent of their influence” (p. 21).
Authenticity
While leadership influences followers, however, it is effective when there is trust
between the leader and the followers. George (2015) says trust is the coin of the realm in
business; he has noticed the root cause of the global financial crisis was not financial
instruments or subprime mortgages but failed leaders. Notable examples are Enron,
WorldCom, and the global financial crisis in 2008. Due to the ethical lapses of some
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executives who failed to display consistency between their words and deeds, the public
lost trust in them (Simons, 2002). Those leaders were chosen not because of their
substance and character but their image, style, and charisma. Walumbwa et al. (2008)
have the same observation. They say those crises have contributed to the “recent attention
placed on authenticity and authentic leadership” (p. 90). The public demands greater
accountability of organizational leaders (Dealy & Thomas, 2006). Corporate boards are
being held more accountable (Aguilera, 2005). George (2015) says Authentic Leadership
is seen to be the key to solving the leadership problem and building the public's trust.
Authenticity is the quality of being real and genuine, in other words, genuineness.
According to Harter (2002), authenticity is defined as “owning one’s personal
experiences, be their thoughts, emotions, needs, preferences, or beliefs, processes
captured by the injunction to know oneself.” Being authentic means being “true to
ourselves, despite external pressures, bearing in mind that we are in a material world
where we encounter external forces and influences that might be very different from our
own, our beliefs and values” (Tineke, 2017, p. 13).
Authenticity also refers to integrity. George (2003) describes authentic leaders as
“people of the highest integrity, committed to building enduring organizations…. who
have a deep sense of purpose and are committed to their core values” (p. 5). Fry (2005)
emphasizes that the values that demonstrate leadership success are integrity, honesty, and
humility. White (1985) mentions that integrity makes the man; she says: “But the position
does not make the man. It is the integrity of character, the spirit of Christ” (p. 15). She
further describes integrity would bring influence everywhere: “Energy, moral integrity,
and strong purpose for the right are qualities that cannot be supplied with any amount of
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gold. Men possessing these qualifications will have influence everywhere” (p. 17).
Integrity wins trust from people; “His [David’s] integrity had won the confidence and
fealty of the nation” (White, 1958, p. 719) because David “administrated judgment and
justice to all his people” (2 Sam 8:15). It is through “the integrity of Joseph,” the “life of
that whole people was preserved” (White, 1911a, p. 13). In other words, a leader of
integrity influences saving souls. When evangelists demonstrate this integrity in their
walks of life, they also have an influence and power towards saving souls.
Description and Definition
Authentic Leadership represents one of the newest areas of leadership research. It
focuses on whether leadership is genuine and real (Northouse, 2016, p. 195). It is about
the authenticity of leaders and their leadership. Its central tenet is “to thine own self be
true,” that authentic leaders exhibit a consistency “between their values, their beliefs, and
their actions” (Hughes et al., 2012, p. 169).
Authentic leaders uplift their followers' moral values, articulate their real needs,
and envision an attainable future. Thus, Authentic Leadership is enhancing selfawareness that helps people in organizations find a connection at work, promoting
transparency and openness in relationships which builds trust and commitment between
leaders and followers, and fostering more practices in organizations that build more
positive ethical climates (Hughes et al., 2012, p. 170).
Walumbwa et al. (2008) define Authentic Leadership as follows:
A pattern of leader behavior that draws upon and promotes both positive
psychological capacities and a positive ethical climate, to foster greater selfawareness, an internalized moral perspective, balanced processing of information,
and relational transparency on the part of leaders working with followers,
fostering positive self-development. (p. 94)
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As authentic leaders, they are aware of how they think and behave, aware of their
own and others’ values and moral perspectives, knowledge, and strengths, and are aware
of the context in which they operate. This makes them confident, hopeful, optimistic,
resilient, and of high moral character (Avolio, Luthans, & Walumba, 2004).
Four Components
The Authentic Leadership Model in Figure 3 below is adapted from Luthans and
Avolio (2003) and Gardner, Avolio, Luthans, May, and Walumbwa (2005), which can be
found in Northouse (2016, p. 202).

Figure 3. The Authentic Leadership Model.

Figure 3 reflects four components of Authentic Leadership, which have generally
been accepted following their empirical validation. The components are self-awareness,
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relational transparency, internalized moral perspective, and balanced processing, and
described below (Walumbwa et al., 2008, p. 89). Authentic Leadership emerges from
psychological capacities and the ability to distinguish right from wrong and which
influence critical life events.
Self-Awareness
Self-awareness refers to the personal insights of the leader; this an ongoing
process of reflection and re-examination of the leader’s strengths and weaknesses, core
values, identity, emotions, motives, and goals (Northouse, 2016, p. 202). It is also the
awareness of their impact on other people and how others perceive them (ShapiraLishchinsky & Levy-Gazenfrantz, 2015, p. 5).
Balanced Processing
Balanced processing is the solicitation by the leader of opposing viewpoints and
fair-minded consideration of those viewpoints. It is the ability to analyze all relevant data
objectively and solicit sufficient opinions and viewpoints of others before deciding. It is
authentic because leaders are “open about their perspectives, but are also objective in
considering others’ perspectives” (Northouse, 2016, p. 203).
Relational Transparency
Transparency is the open sharing of one’s thoughts and beliefs, balanced by
minimizing inappropriate emotions. It is about “communicating openly and being real in
relationships with others” (p. 203). Transparency promotes trust, and leaders look
honestly at themselves and translate their core values into actions.
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Internal Moral Perspective/Ethics
One’s internal moral standards and values help them face the group,
organizational, and social pressures outside and fight for high standards of ethical
conduct. It is authentic because leaders’ actions are considered “consistent with their
expressed beliefs and morals” (p. 203). The leader’s example will be followed by
followers, not based on what they say, but on what they do. Our actions developed by the
internal moral standards speak louder than our words, and followers look upon an
example, a higher moral standard as a role model. These four components and their
relationship to evangelism will be further explained at the end of this section.
Research Base
Research has empirically confirmed that authentic leaders could exert their
influence upon the followers’ attitudes and behavior (Agote, Aramburu, & Lines, 2016,
pp. 42, 43; Bass & Bass, 2008, p. 224). Research has also shown that Authentic
Leadership is positively related to followers’ job satisfaction and job performance
(Walumbwa et al., 2008, p. 117). Datta (2015) empirically evaluated the effectiveness of
Authentic Leadership. His study indicated that Authentic Leadership leads to different
dimensions of active management, such as “organizational performance, satisfaction of
follower needs and expectations, improvement in the quality of work life and
development of the followers” (p. 70). Authentic Leadership also leads to different
dimensions of effective leadership, such as “respect for the leader, commitment to
leader’s requests, enhancement of problem-solving skills and group ability to deal with
change and crisis” (p. 70).
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These findings impact evangelism. The positive influence on the followers’
behaviors has positive modeling on the followers; it is of importance in the mentoring
program on developing Adventist Chinese evangelists.
Authentic Leadership Examples from the Bible
There are many examples of Authentic Leadership in the Bible. Below, we will
look at two notable ones. One is a negative example of Peter’s denial of Jesus, and the
other is positive, on Nehemiah building the wall. These examples will help us understand
what the Bible says about Authentic Leadership.
Negative Example: Peter’s Denial of Jesus
White (1915) terms self-awareness as “self-knowledge.” She explains the
importance of it: “Self-knowledge will save many from falling into grievous temptations,
and prevent many an inglorious defeat” (p. 276). This lack of self-awareness is
particularly true in Peter’s failure. We can see the four components of Authentic
Leadership (self-awareness, relationally transparent, balanced processing of information,
and internalized moral perspectives) intervened in the story of Peter’s denial of Jesus.
Jesus warned Peter of his denial (Matt 26:31, 34), but Peter ignored His counsel
and failed. Tsui (2011, pp. 123, 124) concluded that Peter boasted too much (Matt 26:34)
that he would not deny Jesus, but that he prayed too little (Matt 26:41-43) to withstand
temptation; as a result, he acted too fast (Matt 26:51) to cut the ear of the servant of the
high priest, and he thought too late (Matt 26:75) of the warning of Jesus.
Peter’s failure was not an occasional incident; the root of his failure was due to
“his self-confidence and boasting” ("Matthew," 1978, p. 532). Had he taken the
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“relational transparent” counsel of Jesus, gone through the “balanced processing” of His
warning, been “self-aware” of his weakness, and had prayed with Jesus to increase his
“moral power,” he could have resisted the temptation.
Positive Example: Nehemiah Building the Wall
Nehemiah demonstrated his Authentic Leadership throughout the book of
Nehemiah. Let me describe the four components of his Authentic Leadership in more
detail.
1. Nehemiah’s Self-awareness: First, he is fully aware of his strengths and
weaknesses. He knows he cannot meet all challenges and understands the source of his
strength comes from prayer; throughout the book, there are records of his prayer (Neh
1:4-11; 2:4; 4:4; 5:19; 6:9; 6;14; 9:32-38; 13:14; 13:22; 13:29; 13:31). He is also aware of
his weaknesses and confessed his sins (Neh 9:26-31). White (1943) describes his
humility; he confessed his sins and sins of their people, and “entreating pardon as if they
were the offenders” (p. 675).
He is aware of the source of his strength (Neh 2:20). White (1943) says: “In his
many activities Nehemiah did not forget his strength. His heart was uplifted continuously
to God, the great Overseer of all. ‘The God of heaven,’ he exclaimed, ‘He will prosper
us,’ and the words, echoed and re-echoed, thrilled the hearts of all the workers on the
wall” (p. 640).
2. Nehemiah practiced balanced processing of information: Nehemiah’s vision
was to rebuild the Jerusalem wall. He thought of this project all the time, so when he was
asked suddenly by the king what he needed, he answered right away that he needed a
letter from the king to protect him on the way, and timber for construction (Neh 2:7, 8).
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Upon his arrival, some of his opponents, Sanballat and Tobiah were “deeply disturbed”
(Neh 2:10). So, Nehemiah arose in the night, carefully assessed the need to rebuild the
wall, and did not let the Jews, the priests, the nobles, the officials, or others know about it
(Neh 2:12-16). Brown (1988) writes: “He must look at each section of the wall so that
every detail of the repair could be organized expertly and effectively” (p. 55).
During the rebuilding of the wall, there was much opposition, and Nehemiah
identified all the dangers. White (1943) states: “But taunts and ridicule, opposition and
threats seemed only to inspire Nehemiah with firmer determination and to arouse him to
greater watchfulness. He recognized the dangers that must be met in this warfare with
their enemies, but his courage was undaunted” (p. 643). At the same time, Nehemiah
identified the conditions of success were prayer (Neh 4:4), watchfulness (Neh 4:9),
unified efforts of workers (Neh 4:13), and inspiration of the workers to fight the battles
(Neh 4:14).
3. Nehemiah was relationally transparent: Nehemiah was transparent to the
leaders to share his vision to rebuild the wall (Neh 2:17, 18), encouraged the workers to
face the opposition of the enemies (Neh 4), and confronted the selfishness and sins of the
nobles and rulers (Neh 5:1-7), those who broke the Sabbath (Neh 13:15-22), and those
who married the daughters of the Gentiles (Neh 13:23-27). White (1943) describes
Nehemiah’s transparency: “[Nehemiah] will not palliate or excuse sin, nor shrink from
vindicating the honor of God,” and he does not “cover evil with a cloak of false charity”
(p. 675).
4. Nehemiah had strong moral perspectives: Greek historian Thucydides made the
point that “it is the people, not the walls, that make a city” (Brown, 1998, p. 127). The
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physical wall protects people’s safety, but the Law of Moses protected their soul.
Nehemiah did not just build the wall, and he also built the people of God.
The people “told Ezra the scribe to bring the Book of the Law of Moses, which
the Lord had commanded Israel” (Neh 8:1). In a solemn covenant, the congregation
pledged to return to the Lord and not to transgress the Sabbath (Neh 9). White (1943, p.
668) says: “Nehemiah’s efforts to restore the worship of the true God had been crowned
with success.”
White (1943) describes that Nehemiah’s success was his strong moral
perspectives in keeping God’s commandment. She says: “Like King Hezekiah, Nehemiah
‘clave to the Lord, and departed not from following Him, but kept His commandments….
And the Lord was with him’ (2 Kgs 18:6, 7)” (p. 677).
Authentic Evangelism
There are many areas that Authentic Leadership has to do with evangelism and
make it successful. They are described below:
1. Commitment: studies show Authentic Leadership enhances core performance
as followers are willing to put extra effort into their work due to work satisfaction with
the supervisor (Walumbwa et al., 2008, p. 112). This extra mile of effort and sacrifice
appears to make evangelism successful. Notable examples from the Bible, such as John,
Peter, and Paul, all have a high degree of commitment to the Great Commission.
2. Vision casting: authentic leaders are to influence the followers to work “toward
common goals and objectives,” and the open and transparent process, “followers have a
better sense of organizational goals/challenges” (Clapp-Smith, Vogelgesang, & Avey,
2009, pp. 229-230); thus, it helps the leaders to cast their vision effectively. Being an
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evangelist has a lot to do with vision casting, for the church members for total member
involvement in evangelism, and for non-Christians to see something better in heaven. My
role as a trainer means I need to cast vision from time to time to my students, to
encourage them for a bigger vision for the evangelization of the Chinese people. For
example, during the training session I have repeatedly encouraged my students to follow
my model and even to break my record of conducting 100 evangelistic series. To reach
that record and surpass it is entirely possible, if they would do four series a year, and thus
over 25 years, they would finish 100 series.
3. Trust: authentic leaders do what they say, they look at themselves honestly, and
translate their core values into actions (Bass & Bass, 2008, p. 224), they engender trust,
and when followers trust the authentic leaders, they can motivate them to achieve high
levels of performance (George, 2015); thus, trust makes the leadership effective. Trust
also builds up their credibility because it comprises expertise and trust (Hughes et al.,
2012). When leaders have a strong sense of right and wrong, stand up and speak up for
what they believe in, and follow through with commitments, they are seen as trustworthy
and trusted by followers (p. 278).
When trust and confidence are developed and built between mentor and mentees,
mentoring evangelists will become an easier process; further, when trust is built between
mentees (student evangelists) and the audience, the seekers will be easier to accept the
call to follow Jesus. White (1909) describes that when one’s confidence is won, they will
easily follow Jesus, making evangelism successful. She says: “Christ’s method alone will
give true success in reaching the people. The Saviour mingled with men as one who
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desired their good. He showed His sympathy for them, ministered to their needs, and won
their confidence. Then He bade them, ‘Follow Me’” (p. 143).
4. Psychological capital: those elements in psychological capital are helpful when
evangelists encounter challenges and difficulties in evangelism. Sometimes, I found
followers (or mentees) are discouraged and want to give up. Still, the characteristics of
the psychological capital, such as self-efficacy, hope, resiliency, and optimism (Luthans,
Avolio, Avey, & Norman, 2007), help the mentees face discouragement.
In addition, the four constructs or components of Authentic Leadership are
especially relevant in our setting of training Chinese evangelists. Let me explain the
relationship to evangelism more explicitly.
1. Self-awareness: this is to know one’s strengths, limitations, and weaknesses.
This is particularly important, and a significant component in training students to become
evangelists, as they need to know both their strengths, that is, what they are doing well,
and their weaknesses, what they need to improve on in evangelistic preaching so their
skills can be improved. During the critique or feedback session, each student preaches
his/her sermon in front of the class for critiques and comments.
The Bible and counsels of Ellen G. White support the idea of leaders to be selfaware. The psalmist David says, “I meditate within my heart, and my spirit makes
diligent search” (Ps 77:6). The apostle Paul says, “For when I am weak, then I am strong”
(2 Cor 12:10). This sounds like a paradox, but White (1915) explains that “when we have
a realization of our weakness, we learn to depend upon a power not inherent [from within
ourselves]” (p. 509). Self-awareness is a good idea for improvement, but when something
is beyond our ability, we need outside power to help. Billy Graham was one of the most
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successful evangelists, and one of his greatest strengths, as described by Pollock (1969),
was his constant “sense of inadequacy” (cited in Streett, 2004, p. 124).
2. Relational transparency: transparency is the open sharing of one’s thoughts and
beliefs, balanced by the minimization of inappropriate emotions. It is about
“communicating openly and being real in relationships with others” (Northouse, 2016, p.
203). Transparency promotes trust, and leaders look honestly at themselves and translate
their core values into actions.
I listen to students preaching in the training process, and I jot down what they
have done well and what they need to improve upon in preaching. During the feedback
session, these notes are mostly from what they learn as we talk very openly about the
mentees’ strengths and weaknesses. That requires transparency in sharing but “speaking
the truth in love” (Eph 4:15). This is particularly uneasy in the conservative Chinese
culture, as we tend not to say bad things in front of others. However, as the mentor, I
created a supportive and positive atmosphere during the feedback sessions, and many
students commented that was the best part of their learning. To be an authentic mentor
who operates with relational transparency helps enhance the mentee’s individual and
team performance.
3. Balanced processing of information: this is to analyze all relevant data
objectively. The effectiveness of the preachers requires they need to know whom they are
preaching to and their needs, thoughts, and views. So, the authentic preacher needs to
study the worldview of the seekers, the background and environment of the church, and
the setup, so their preparation of sermons will be more appealing to the minds of the
seekers.
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During the feedback sessions, the mentor and peer mentors need to observe and
listen very attentively and analyze their preaching. One of the important skills for the
mentor in mentoring is communication.
Zachary (2012) says effective communication is being authentic, listening
effectively, checking for understanding, and articulating clearly and unambiguously. This
is a critical part of the mentoring and learning relationship. The one doing the mentoring
needs to be an “authentic mentor.” Being the mentor in the feedback session, I had to
write the comments, in detail, of what needs to be improved on for my mentees.
Over the years of my evangelism experience, I have learned that circumstances
change in different places. While we were once prosperous in one place does not
guarantee the same success in other places. As Satan tries hard to destroy God’s work, we
need to analyze all relevant data objectively, find out the real reasons behind obstacles,
and then change our strategies from time to time.
4. Internalized moral perspective: our internal moral standards and values help us
face the group, organizational, and social pressures outside and fight for high standards of
ethical conduct. Often, I found my values are easily expressed in my sermons, and the
values are what I feel most important to me. The seekers tend to have high moral standard
expectations of those who are sharing the gospel with them. Our standards and values are
the basis of what we are and why we are doing evangelism.
It is noted that a leader’s authenticity wins respect and trust of followers (George,
2003). When a leader embraces the internalized value of evangelism and acts
accordingly, leaders will quickly motivate followers in evangelism. It is often true that we
discuss a lot about evangelism in our meetings, but we do not do as much. If church
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leaders do not show consistency between their values, beliefs, and actions in evangelism,
they are not authentic, and nothing will happen.
In evangelistic meetings, appeals should be “direct” (White, 1915, p. 151). When
the messengers have the “spirit and power of the message,” their appeals will be direct (p.
151).
Further, White (1915) emphasizes the preacher needs the “spirit and power of the
message” when making appeals. She says: “In every congregation there are souls who are
hesitating, almost decided to be wholly to God. Decisions are being made; but too often
the minister has not the spirit and power of the message, and no direct appeals are made
to those who are trembling in the balance” (p. 151).
John the Baptist is described as having Elijah's “spirit and power” (Luke 1:17),
which is essential when preaching the message and making appeals. White (1971)
describes this “spirit and power” is the “moral power”; she says: “The childhood, youth,
and manhood of John, who came in the spirit and power of Elijah to do a special work in
preparing the way for the world’s Redeemer, were marked with firmness and moral
power” (p. 28).
The Bible lists some occasions where one risked his life when making the
appeals. Without this firm internalized moral power, one would not be able to appeal. For
example, in Nathan’s appeal to King David (2 Sam 12:1-13), Elijah’s appeal to King
Ahab (1 Kgs 18:17, 18), and John the Baptist’s appeal to King Herod (Mark 6:18, 19), of
their wrongdoing, the prophets were risking their lives when making the appeals.
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Moral power is described as the “Internal Moral Perspective” component of
Authentic Leadership. When preaching the gospel, it is much needed and important to ask
people to repent of their sins and make appeals for them to accept the gospel.
Learning Theories in Evangelism Training
The last section on Authentic Leadership gives us an idea of the role of leadership
in terms of evangelism training. We also need to understand how students learn better.
This section will explore three learning theories that contribute to evangelism training.
They are Active Learning, Experiential Learning, and Action Learning.
Active Learning
Learning is the process of acquiring knowledge or skills through study,
experience, or being taught. Dewey (1924) noted that it is “an active, personally
conducted affair” (p. 390). Students learn passively and actively. Passive learning is that
students passively receive information from the teacher (Prince, 2004; cited in Van den
Bergh et al., 2014, p. 773) and take on the role of “receptacles of knowledge” (Ryan &
Martens, 1989); on the other hand, Active Learning takes place “when students are doing
something besides listening” (p. 20).
Active Learning is defined as anything that “involves students in doing things and
thinking about the things that they are doing” (Bonwell & Eison, 1991, p. 2). It requires
students “to take over control of the learning and thus actively engage in the learning
process” (Gabelica & Fiore, 2013, p. 462). This is important as “people must learn to
recognize when they understand and when they need more information” (National
Research Council, 2000, p. 13).
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Active Learning engages students in their learning process and requires
meaningful, relevant learning activities where students have to participate actively and
monitor their learning (Flavell, 1979). Traditionally, students are positioned as passive
receptacles to be filled with knowledge, called the “banking model” of education (p. 72).
Thus, Active Learning is shifted from teacher-centered to student-centered learning.
Wieman (2007), the recipient of the Nobel Prize in Physics in 2001, found in his
research that physics students’ retention of information 15 minutes after traditional
lectures were only 10%, while the gain in conceptual understanding was measured at
30% when Force Concepts Inventory (FCI) was used in lectures. He concluded that
involving more interactive engagement of students shows consistently higher gains on the
FCI and similar tests than traditional lectures (p. 11).
Wieman’s findings match the assumptions of constructivism that students build
meaning through active engagement with the material and with guidance to build on their
prior learning at an appropriate and attainable level (Misseyanni, Papadopoulou, Marouli,
& Lytras, 2018, p. 27). In a constructivist approach, learning is an active process of
developing meaning based on experience. The constructivist view is that knowledge is
learned best within contexts, such as in real-life (authentic) contexts, rather than learning
facts in isolation (p. 30).
Many activities that support Active Learning have been studied under the heading
of “metacognition,” which refers to people’s abilities to predict their performances on
various tasks and monitor their current mastery and understanding levels. Teaching
practices congruent with a metacognitive approach to learning include those that focus on
sensemaking, self-assessment, and reflection on what worked and what needs improving.
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(p. 13). The emphasis of Active Learning is constructive, cumulative, self-regulated,
goal-oriented, and individually different.
Collaborative learning, such as learning in a small group, is a useful configuration
compared to individual work to improve learning outcomes (Gabelica & Fiore, 2013, p.
462). The metacognitive approach to instruction can help students take control of their
learning by defining learning goals and monitoring their progress in achieving them
(National Research Council, 2000, p. 18).
There are some general characteristics of Active Learning which help students
learning. They are: (a) Students are involved in more than listening, (b) Less emphasis is
placed on transmitting information and more on developing students’ skills, (c) Students
are involved in higher-order thinking (analysis, synthesis, evaluation), (d) Students are
engaged in activities (e.g., reading, discussing, writing), and (e) Greater emphasis is
placed on students’ exploration of their attitudes and values (Bonwell & Eison, 1991, p.
2).
Also, Active Learning is emphasized as one of the seven principles for good
practice in undergraduate education. Chickering and Gamson (1987) said for students to
learn much, they “must talk about what they are learning, write about it, relate it to past
experiences, and apply it to their daily lives” (p. 4).
Experiential Learning
Whereas Active Learning is “most appropriately described as values or principles
of learning,” Experiential Learning, as described by Slavich and Zimbardo (2012, p.
574), is more like “methods of teaching that have specified instructional formats or
curricula.”
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Experiential Learning is “to emphasize the central role that experience plays in
the learning process” (Kolb, 1984, p. 20); it involves engaging students in activities that
enable them to experience course content (Svinivki & McKeachie, 2011). Instructors
“promote learning by having students directly engaged in, and reflect on, personal
experiences that take place in four stages (concrete experience, reflection, abstract
conceptualization, and active experimentation), leading to increased knowledge, skill
development, and values clarification” (Slavich & Zimbardo, 2012, p. 573). The
experiential activities can occur in a classroom or assigned projects outside the
classroom; they can be conducted interviews or experiments, play games or simulations,
keep a reflective journal, metaphors, and storytelling, and use photographic images and
computer software, etc. (Slavich & Zimbardo, 2012).
Experiential Learning is learning by experience. Kolb (1984) describes this
learning is the process that knowledge is “created through the transformation of
experience” (p. 38). Beard and Wilson (2006, p. 19) describe Experiential Learning as the
“sense-making process of active engagement between the inner world of the person and
the outer world of the environment.” It represents the transformation of most new and
significant experiences and, in essence, the underpinning process to all forms of learning
(p. 19). A Chinese saying puts the emphasis on experience in learning: “Reading
thousands of books is not as good as traveling thousands of miles.”
Learning is the interaction between the self and the external environment; in other
words, the experience (p. 19). Often, people make mistakes when learning, so the
experience is the name everyone gives to their mistakes (Beard & Wilson, 2006, p. 15).
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Some learn after the mistakes and will not make the same mistakes again, and this
process forms their experience.
One of the most influential writers on Experiential Learning is Kolb (1984), who
stated the importance of Experiential Learning theory:
The foundation of an approach to education and learning as a lifelong process that is
soundly based in intellectual traditions of social psychology, philosophy, and
cognitive psychology. The experiential learning model pursues a framework for
examining and strengthening the critical linkages among education, work, and
personal development. It offers a system of competencies for describing job demands
and corresponding educational objectives and emphasizes the critical linkages that
can be developed between the classroom and the ‘real world’ with experiential
learning methods. It pictures the workplace as a learning environment that can
enhance and supplement formal education and can foster personal development
through meaningful work and career development opportunities. And it stresses the
role of formal education in lifelong learning and the development of individuals to
their full potential as citizens, family members, and human beings. (pp. 3-4)
The experiential learning theory and Kolb’s learning cycle (see Figure 4) are
some of the most widely known modern educational theories, in the movement from
traditional to person-oriented educational process. It provides a valid connection between
theory and practice and formulates the importance of reflection and feedback
(Sharlanova, 2004).
Kolb’s learning cycle is based on John Dewey’s claim that learning must be
grounded in experience, Lewin’s ideas of the importance of Active Learning, and Jean
Piaget’s emphasis on the interaction between person and environment on intelligence.
In his learning cycle, there are four stages or phases connected with doing,
sensing, observing, reflecting, thinking, and planning. Kolb claims those four stages can
be entered at any stage and must be followed consecutively for learning to occur. The
stages are: (a) Concrete Experience, doing the activity. (b) Reflective Observation,
reflecting on performance in the activity, considering successes and failures. (c) Abstract
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Conceptualization, applying theory to the experience of doing the activity. It includes
interpretation of the mark results and understanding the connection between them so that
theory will shape and explain the results. (d) Active Experimentation, considering theory
and reflection to guide planning for subsequent experiences for improvement.

Figure 4. Kolb’s Learning Cycle.

The Concrete Experience may be described as an activist, Reflective Observation,
a reflector, Abstract Conceptualization, a theorist, and Planning Active Experimentation a
pragmatist. In our mentoring program, students need to get their “concrete experience” by
preaching evangelistic sermons in front of their small and large groups. In the “reflective
observation” stage, other peers observe their performance for providing commendations
for their strengths and recommendations for their weaknesses and areas that need
improvement and provide feedback. Students reflect on what they have done afterward.
In the “abstract conceptualization” stage, the mentor explains why and how to provide
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insights for their improvement. Then, students in the “planning active experimentation”
stage practice again by observing the videos and PowerPoint presentations.
Action Learning
While Experiential Learning enables mentees to experiment with knowledge and
practice skills, Action Learning, on the other hand, allows them to work on real
workplace scenarios. Action Learning is focused on learning by doing, “learning through
action or during the action itself” (Sofo, Yeo, & Villafane, 2010, p. 206). Learning is
considered as at the heart of doing. It is a “new form of labor” (Zuboff, 1988, p. 395), and
a modification or similar to Experiential Learning, but the process is differently
conceptualized.
Reg Revans introduced Action Learning in the 1940s. It became a tool in the
workplace to solve complex problems and develop leaders and build teams. A recent
study in 2009 showed that 77% of the learning executives selected Action Learning as the
top driver of leadership bench strength (Marquardt & Banks, 2010, p. 159). Its difference
with Experiential Learning is its application to real-world experience, as it incorporates
both deep learning and real action in real-time with real people (Raelin, 2009; Revans,
1982).
Action Learning is defined as “a process and tool that enable individuals as
groups to learn while solving problems and implementing actions” (Marquardt & Banks,
2010, p. 160). Among different forms of Action Learning, there are three standard
fundamental components: (a) real-world action, (b) learning from shared experience, and
(c) a social dimensions that involve several individuals in the process (Action learning in
practice, 1997; O'Neil & Marsick, 2007; Raelin, 2008; cited in Sofo et al., 2010) and
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universal principles among different variants. These include: (a) actions can acquire
learning, (b) learners work on organizational problems, and personal development, (c)
learners work in peer learning teams to support and challenge each other, and (d) learners
demonstrate a learning-to-learn aptitude entailing a search for fresh questions over expert
knowledge (Marquardt & Banks, 2010, p. 159).
There are three critical learning elements in Action Learning, they are: (a) asking
reflective questions, (b) learning at the individual, team, and organizational level, and (c)
the need of an Action Learning coach (Sofo et al., 2010, p. 206).
Asking Reflective Questions
Questioning is a useful tool to understand the complexity of the problem, develop
strategies, build team cohesiveness, and develop members' skills. Reflective inquiry can
be discriminative as it enables finer distinctions and further challenges and uncovers
hidden assumptions. This is particularly important during the feedback session, as when
mentors or peers give comments, it means improvements or better performance in
evangelistic preaching.
Questions can be reflexive and discovery-based (Corley & Thorne, 2006; Sofo,
2006). Reflexive questions build awareness of the problems and willingness to try new
approaches. Sometimes, the coach can ask questions on how to improve the mentees’
preaching skills and ask the peers to demonstrate. Discovery questions are those that lead
to a more precise articulation of the problem. Sofo et al. (2010, p. 214) illustrate some
examples as below:
1. Action question to choose the best action.
2. Challenging and critical inquiry to test an individual’s assumptions.
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3. Evaluative questions to make judgments about the worth, values, and
wholeness of a situation.
4. Seeking further detail and expansion on information already provided.
5. Thinking about hypothetical situations.
6. Probing, which is useful where information may have been omitted.
7. Qualifying questions to help establish what is in and what is out.
8. Reflexive and introspective questions that ask about personal emotions and
process.
9. High order or supposition to predict and speculate about what might happen.
10. Requesting to complete a specific task.
Individual, Group, and Organizational
Levels of Learning
Individual learning refers to learning skills, knowledge, attitudes, and values
acquired by the mentee through experience. When individuals detect errors and correct
them, they are learning. Group learning refers to group accomplishments on
complementary skills, knowledge, and attitudes and to develop common approaches to
achieve those goals. Organizational learning represents the enhanced intellectual and
productive capability gained through a corporate-wide commitment to continuous
improvement (Sofo et al., 2010).
Role of Action Learning Coach
The coach is to group members to perform their tasks better and more quickly
through questions (Rimanoczy & Turner, 2008). He focuses on task performance rather
than on interpersonal relationships. The question by the coach to the group is to provide
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transformative learning opportunities for the group. He is a person who guides “group
members in how to learn, listen, use empathy, identity and challenge assumptions, reflect
critically, reframe the issues, receive and give feedback effectively, and think
reflectively” (Sofo et al., 2010, p. 217).
Application
In our setting, we engaged students to form small groups in Active Learning.
Inside the group, they provide immediate and regular feedback from instructors and
peers, they develop their preaching skills, analyze and critique the preaching of their
fellow students, and they also need to come forward to practice and sometimes to show
others how they do it to improve their preaching. Lots of activities are involved during
the training session.
The seven principles for good practice in undergraduate education, created by
Chickering and Gamson (1987), were used during our training session. They are: (a)
good practice encourages student-faculty contact. (b) Good practice encourages
cooperation among students. (c) Good practice encourages Active Learning. (d) Good
practice gives prompt feedback. (e) Good practice emphasizes time on task. (f) Good
practice communicates high expectations. (g) The good practice respects diverse talents
and ways of learning.
In our training sessions, we had small group daily contact between the students
and faculty in mentoring of their evangelistic preaching, and every week, on most Friday
evenings and Saturday afternoons, all evangelism teams met together for more contacts.
As students were divided into teams of four, and each team was led by one faculty
member, they had lots of time together for critiques and practice during the individual
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team discussion. For example, they had to perform the gospel skit together during the
evangelistic meetings, they had to practice together, so their learning is collaborative and
social.
Students participated in Active Learning, and mentors and peer mentees provided
feedback on their preaching every morning. On most Fridays and Saturdays, where we
set the time for the tasks, they performed for feedback. As to better performance, high
expectations were expected of them. Students knew very well that they had to perform
well during the evangelistic meetings. As there are different styles of preaching
evangelistic sermons, I, as the primary mentor, asked them to do their style—favoring
either styles of well-known Adventist preachers like Mark Finley, an evangelistic style;
Doug Bachelor, a teaching style, and Lonnie Melashenko, a dynamic and dramatic style.
Students “must talk about what they are learning, write about it, relate it to past
experiences, apply it to their daily lives. They must make what they learn part of
themselves” (Chickering & Gamson, 1987).
The three fundamental components of Action Learning are practiced in our
training program. For real-world action, we prepare students for action and have them
practice. For learning from shared experiences, students share a lot during the feedback
sessions. For social dimensions, all of them are divided into evangelism teams to practice,
critique, learn, and grow together. Later, they were sent out to conduct evangelistic
meetings in groups of four led by a mentor (teacher). Then, they come back and reflect on
their learning.
We involve the students in actions in real-world scenarios. Their Action Learning
is to prepare them to conduct evangelistic series and be better preachers in the future.
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This Action Learning echoes an old Chinese proverb: “Tell me, and I will forget, show
me, and I may remember; involve me, and I will understand.” This seems to be the best
learning method for students learning evangelism.
Mentoring the Evangelists
This section describes the definition of mentoring, its benefits, and different forms
to mentor evangelists, such as formal, informal, group, and peer mentoring. It also
explores the biblical foundations of mentoring with counsels from Ellen G. White on
mentoring.
Definition of Mentoring
“Mentoring” finds its root in ancient Greece, in which Mentor was the name of
the tutor to whom Odysseus entrusted his son Telemachus during the Trojan war (Klinge,
2015). However, its definitions vary, with currently more than 50 definitions in use (Crisp
& Cruz, 2009).
Kram (1985), in her ground-breaking qualitative research, defines mentoring in
relational terms as “a relationship between a young adult and an older, more experienced
adult that helps the younger individual learn to navigate in the adult world and the world
of work. A mentor supports, guides, and counsels the young adult as he or she
accomplishes this important task” (p. 2).
Bozeman and Feeney (2007, p. 723) list 13 definitions, but mentoring is an
intensive long-term developmental relationship between a mentor, usually a senior, more
experienced individual, and a mentee (or protégé), usually a more junior, less experienced
individual. Additionally, the mentor is usually a role model. The mentoring process
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always involves communication and is relationship-based. It is a mutual commitment by
mentor and mentees, where mentors facilitate the sharing of their values, knowledge,
experience, etc. to the mentees (Hezlett, 2005; Ragins, Cotton, & Miller, 2000; Scandura
& Schriesheim, 1994; Singh, Bains, & Vinnicombe, 2002; Smith, Howard, & Harrington,
2005; Tepper, 1995; Young & Perrewe, 2000; Zey, 1984).
Eby (1997) defines mentoring as two dimensions. She says: “Mentoring is an
intense developmental relationship whereby advice, counseling, and developmental
opportunities are provided to a protégé by a mentor, which, in turn, shapes the protégé’s
career experiences. . . . This occurs through two types of support to protégés: (a)
instrumental or career support and (b) psychological support.”
Career support can be found in many areas, such as sponsorship, coaching,
direction, facilitating exposure and visibility, offering challenging work or protection, and
providing employee feedback regarding career plans, and interpersonal and career
development (Bozionelos, 2004; Eby & Allen, 2002; Kram & Isabella, 1985; McManus
& Russell, 1997; Noe, 1998; Ragins, 1997). Psychosocial support, such as “role
modeling, counseling, confirmation, and friendship,” helps the mentees to develop a
sense of “professional identity and competence” (Kram & Isabella, 1985, p. 111).
These career and psychological supports give us some ideas as a mentor of what
we need to do in our mentoring program. Apart from knowledge and experience, we need
to share counseling, confirmation, and friendship with the mentees as these are also
important to their development to become an evangelist.
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Different Forms of Mentoring
There are different forms of mentoring. This section will discuss the formal and
informal group and peer mentoring that will be used in our mentoring program for
developing students to become evangelists.
Formal and Informal Mentoring
There are two broad types of mentoring relationships, namely: formal and
informal. Formal mentoring relationships are initiated through an organizational program
that assigns mentors to protégés and then facilitates and supports the relationship within
the assigned dyad (Wangberg, Welsh, & Hezlett, 2003). In contrast, informal mentoring
relationships are self-organized, without involvement from an organization, and develop
spontaneously (Chao, Walz, & Gardner, 1992), and are usually based on mutual
identification, interpersonal comfort, and sympathy (Menges, 2016, p. 99). Formal
relationships are developed for specific goals and time frames, but with informal
mentoring relationships, mentors and mentees decide their goals and time frame.
Research shows that formal mentoring programs are not as effective as informal
mentoring because the naturally occurring attraction often lacks formal relationships
(Menges, 2016). Also, a qualitative study finds that the mismatches of personality, values,
and working style were the most common mentoring problems for both protégés and
mentors in formal relationships (Eby, McManus, Simon, & Russell, 2000).
Group Mentoring
Kram (1985)’s early influential work on mentoring was based on dyads, therefore,
later mentoring research focused on dyadic relationships as well (Auster, 1984; Eby &
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Allen, 2002; Kram, 1985). Later, Dansky (1996) led out research in group mentoring; this
is particularly helpful as different mentors have different strengths, so group mentoring
widens the knowledge base for the mentees. Group mentoring is unique as “individuals
will experience interpersonal mentoring while participating in group activities, grouplevel mentoring emerges from the dynamics of the group as a whole, rather than from a
relationship with one specific person” (Dansky, 1996, p. 7).
Peer Mentoring
While the mentors provide technical and psychological support to the mentees,
the mentors find satisfaction and gain respect from colleagues for successfully
developing younger talent for the organization (Kram & Isabella, 1985). However, these
mentoring relationships may change due to transfers, promotions, demotions, or
personnel changes. Then the mentoring relationship moves into the separation and
redefinition phases, and this particular kind of valued support ends (Kram & Isabella,
1985, p. 111). Thus, the need for a peer relationship is essential to meet critical
developmental needs.
In Kram and Isabella (1985)’s qualitative study with 25 relationships, it indicated
that “relationships with peer offer important alternatives to those with conventionally
defined mentors” (p. 110), and mentoring and peer relationships have several common
attributes that both have the “potential to support development at successive career
stages” (p. 129). Also, peer relationships appear to have the longevity that exceeds
conventional mentoring relationships. Table 1 shows the developmental functions of
mentoring and peer relationships (p. 117).
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Table 1
Developmental Functions—Comparison of Mentoring and Peer Relationships
Mentoring Relationships

Peer Relationships

Career-enhancing functions

sponsorship

coaching

exposure and visibility

protection

challenging work assignments

Career-enhancing functions

information sharing

career strategizing

job-related feedback

Psychosocial functions

acceptance and confirmation

counseling

role modeling

friendship

Psychosocial functions

confirmation

emotional support

personal feedback

friendship

Special attribute

complementarity

Special attribute

complementarity

For conventional mentoring relationships, there are differences in age and
hierarchical levels, but it is the same for peers. Mentoring relationships are a one-way
helping dynamic, while peer relationships are a two-way exchange.
A peer mentor is a person who provides guidance, support, and practical advice to
a peer mentee who is close in age and shares common characteristics or experiences
(Yomtov, Plunkett, Efrat, & Marin, 2015). A peer mentee is a person who is new to that
experience, such as a new student in a particular subject or a new school.
White (1974, p. 411) also agrees on the importance of peer influence. She says:
“There are mysterious links that bind souls together so that the heart of one answers to
the heart of another. One catches the ideas, the sentiments, the spirit, of another. This
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association may be a blessing or a curse. The youth may help and strengthen one another,
improving in deportment, in disposition, in knowledge.”
Benefits of Mentoring
When comparing mentored and non-mentored individuals, studies have shown the
benefits of mentoring (Ragins et al., 2000, p. 1177). The literature suggests that
mentoring enhances work effectiveness (Kram, 1985), career satisfaction (Fagenson,
1989), career commitment (Colarelli & Bishop, 1990), career mobility (Scandura, 1992),
and behavioral, attitudinal, health-related, relational, motivational, and career outcomes
(Eby, Allen, Evans, Ng, & DuBois, 2008). Also, mentored employees are reported to have
a more significant job description, higher productivity, increased professionalism,
reduced turnover rates, greater organizational power, and superior managerial skills than
the non-mentored employees (Fagenson, 1989; Zey, 1984).
Mentoring provides lots of benefits to mentors, mentees, and the organization
(Klinge, 2015). For mentors, benefits include having a learning partner, increasing
knowledge, skill enhancement, cognitive rejuvenation, feedback, expanded awareness of
the environment, creativity, a sense of purpose and fulfillment, etc. For mentees, benefits
include an increase in knowledge, skill enhancement, supportive feedback, assimilation
into the culture, sense of cohesion, responsibility, and integrity, awareness of political
awareness, sense of power and confidence, creativity, leadership development, higher
earnings, personal values clarification, the advancement of underrepresented groups,
increased job satisfaction, and more considerable influence in an organization, etc. For
organizations, the benefits include improved job performance, productivity, costeffectiveness, improved recruitment, talent pool development, career and life planning,
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career satisfaction, increased organization communication and understanding, increased
trust, maintaining motivation, improved strategic planning, creativity, employee
enthusiasm, and collaboration (Allen & Eby, 2007).
Christian Mentoring
Coaching and mentoring are two terms used interchangeably (Zachary, 2012).
Collins (2001) says the most important for Christian coaching is the “biblical worldview”
(p. 20). This biblical worldview is based on the Bible. It is also true for Christian
mentoring that the biblical worldview of a mentor would shape his perspectives, and in
turn, his mentees. Christian mentoring differs somewhat from secular mentoring; Paul
said to the Corinthians: “Imitate me, just as I also imitate Christ” (1 Cor 11:1). For
Christian mentoring, Christ is the ultimate model, not the mentor. In the Christian
mentoring process, they forget “those things which are behind and reaching forward to
those things which are ahead” (Phil 3:13); they press forward the goal, not the temporary
goal in life, but the ultimate goal “for the prize of the upward call of God in Christ Jesus”
(Phil 3:14). These Christian perspectives help them to strive for excellence and to preach
Christ-centered evangelistic sermons.
Biblical Foundations of Mentoring
There are many spiritual mentoring examples in the Bible, such as Abram and
Lot, Jethro and Moses, Moses and Joshua, Elijah and Elisha, Eli and Samuel, David and
Jonathan (peer mentoring), Naomi and Ruth, Elizabeth and Mary (woman to woman
mentoring), Jesus and disciples, Paul and others (Boldeau, 2014). Mentoring and
discipleship are closely related, but the origins of these two words are from two very
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different backgrounds. Mentoring comes from Greek mythology and discipleship from
the Greek word disciple in the New Testament. Another similar word in the Bible that
conveys the similar meaning of mentoring is equipping. The meaning of discipleship and
equipping is discussed below.
Discipleship
The Greek word for disciple (mathetes) is derived from manthanein, meaning
“that a disciple is a learner” (Thompson, Ritzmann, & King, 1999, p. 190) seeking to
acquire practical and theoretical knowledge. Before Jesus ascended to heaven, He
entrusted His disciples with the Great Commission: “And Jesus came and spoke to them,
saying, ‘All authority has been given to Me in heaven and on earth. Go therefore and
make disciples of all nations, baptizing them in the name of the Father and of the Son and
of the Holy Spirit, teaching them to observe all things that I have commanded you; and lo
I am with you always, even to the end of the age’” (Matt 28:19, 20).
There are four verbs in this passage, namely: going, making disciples, baptizing,
and teaching. The only imperative or command used in the original Greek is
matheteusate, which is derived from its root word mathetes, meaning ‘disciple.’ The other
three verbs are participle and helping verbs, forming a part of the central imperative to
‘make disciples.’ Thus, making disciples is the goal and central theme of the Great
Commission, but the process includes going, baptizing, and teaching (Warren, 1995, p.
105). George Barna writes that the Great Commission is not “primarily about
evangelism; it is about discipleship” (Barna, 2001, p. 23).
The key to discipleship is multiplication by producing disciples who become
disciplers and, in turn, produce more disciples.
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Equipping
The apostle Paul lays out and very clearly provides the key for the role of the
pastor: “The gifts He gave were that some would be apostles, some prophets, some
evangelists, some pastors, and teachers, to equip the saints for the work of ministry, for
building up the body of Christ” (Eph 4:11, 12, NRSV).
The key Greek word in Eph 4:12 is katartismos. It is a participle translated
“equipping” (RSV), “perfecting” (KJV), or “preparing” (NIV). Ogden (2003, pp. 135138) divides the various ways of katartismos (equipping) into three categories: (a)
Mend/Restore (Ezra 4:12, Ezra 4:16; Ezra 5:3; Matt 4:21; Gal 6:1; 1 Thess 3:10); (b)
Establish/Lay Foundations (Exod 15:17; Ps 8:2; Ps 17:5; Ps 74:16; Ps 89:37; Luke 6:40;
Heb 11:3; Heb 13:21; 1 Pet 5:10), and (c) Prepare/Train (Rom 9:23; Eph 4:12; Heb 10:5).
Ellen White on Mentoring
Ellen White has mentioned a lot about mentoring; Tutsch (2008) has contributed
significantly of gathering and analyzing her counsels on mentoring (pp. 74-104). Ellen
White used the term “instructor” as we use mentor. First, she confirms that the instructor
mentors with the heart, she says: “Let the heart of the instructor be linked with the hearts
of those under his charge” (White, 1915, p. 211). He also mentors with patience, “Instruct
them with all patience, encouraging them to go forward and to do an important work”
(White, 1985, p. 55).
A mentor looks for talents while trying to identify the potential of mentees, and
she says: “Those who are placed in responsible positions should feel it their duty to
recognize talent. They should learn how to use men, and how to advise them” (p. 57);
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also, to “recognize their undeveloped talents, and train them to make a right use of these
powers” (p. 55).
The mentor is to train the youth to be evangelists, that “they must be trained,
disciplined, drilled, in the best methods of winning souls to Christ” (White, 1915, p. 210),
and those “who have gained an experience in active service are to take young,
inexperienced workers with them into the harvest-field for souls, teaching them how to
labor successfully for the conversion of souls” (p. 101). By practicing and drills, their
skill is improved with the counsels of the mentor, “Skill is gained in the work itself”
(White, 1952, p. 490). Then, they can be “laid grave responsibilities” (White, 1913, p.
536).
Ellen White emphasizes the impact of training to develop the potential of the
youth, she says: “With such an army of workers as our youth, rightly trained, might
furnish, how soon the message of a crucified, risen, and soon-coming Saviour might be
carried to the whole world” (White, 1903, p. 271). Our church schools have a unique
sense that they “are ordained by God to prepare the children for this great work” (White,
1952, p. 489), that when the young men associate “with our ministers and experienced
workers in city work, they will gain the best kind of training” (White, 1948b, p. 119), and
will “gain wisdom, strength, and maturity by association with these faithful men” (White,
1911a, p. 573).
This association of mentors and mentees striving together in drills and learning
will result in disciples who will influence their peers—the influence of association. White
(1952, p. 455) says: “Just in proportion to the strength of the friendship will be the
amount of influence which friends will exert over one another for good or for evil.”
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Adventist Chinese Evangelism Model
A good model should be based on sound theories and successful experiences. As I
recall how God trained me to become an evangelist, I amazed. Over the years, I have
translated for three evangelists and observed one other evangelist doing public
evangelism in Hong Kong. Dr. Carlos Martin intentionally mentored me on how to
become an evangelist. He set the structure of the evangelistic meetings, i.e., put all major
Adventist doctrines into eight to ten sermons. Pastor Mark Finley inspired me with his
spiritual message and process of appeals making. Later, I received evangelistic training
from him and learned more about how to give appeals. Dr. Philip Jones, a retired
evangelist from California, whose visitation of the seekers and counseling message
inspired me to follow for more significant results. Pr. Lonnie Melashenko, a former TV
evangelist for “Voice of Prophecy,” his dynamic and powerful way of preaching inspired
me to spend full-time in evangelism from 2009 to 2016.
Adventist Chinese Evangelism
Though I learned how to do public evangelism from Western evangelists, as I
conducted more evangelistic meetings in Chinese communities, I had to adapt my
methods in a way that was more appealing to Chinese mind and their worldview and
changed my methods in a way that generated higher results. Over the years, I have used
my adapted model of evangelism among Chinese and have gained much success. The
Adventist Chinese Evangelism Model described in this section is based on my public
evangelism experiences since 1999. The salient features in this model are described
below.
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Definition of Evangelism
In the New Testament, the Greek word, euangelion, means “good news” and is
always translated as “gospel.” There are different definitions in evangelism; the 1974
International Congress on World Evangelization in Lausanne, Switzerland crafted this
definition:
To evangelize is to spread the good news that Jesus Christ died for our sins and
was raised from the dead according to the Scriptures, and that, as the reigning
Lord, he now offers the forgiveness of sins and the liberating gifts of the Spirit to
all who repent and believe…. But evangelism itself is the proclamation of the
historical, biblical Christ as Saviour and Lord, with a view to persuading people
to come to him personally and so be reconciled to God. In issuing the gospel
invitation we have no liberty to conceal the cost of discipleship. Jesus still calls all
who would follow him to deny themselves, take up their cross, and identify
themselves with his new community. The results of evangelism include obedience
to Christ, incorporation into his Church and responsible service in the world.
("The Lausanne Covenant," 1974)
The definition of evangelism above emphasizes about salvation in Jesus Christ
and reconciliation to God, however, the Adventist Church has a broader understanding of
evangelism. First, evangelism also includes the preparation of Jesus’ return. Burrill
(2007, p. 10) defines evangelism as “the process of winning people to Jesus Christ and
enabling them to be transformed by God into responsible church members who are ready
to meet Jesus when He comes.” Ellen White adds: “Evangelism, the very heart of
Christianity, is the theme of primary importance to those called to herald God’s last
warning to a doomed world. We are in time’s closing hours, and the Advent message
proclaimed to make ready a people prepared for our Lord’s return” (White, 1946, p. 5).
Second, evangelism includes the entire set of doctrines, not just the doctrine of salvation,
and Christ is the center of every doctrine (John 12:32; White (1946, pp. 186, 190)). Jesus
asked His disciples in the Great Commission to make disciples by “teaching them to
observe all things” (Matt 28:19). When addressing to the believers, Paul did not shun to
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declare “the whole counsel of God” (Acts 20:27). Martin (2009, p. 197) notes that all
doctrines are integrated with the plan of salvation and are part of the “Good News.”
Martin (2009) defines Adventist evangelism as “the presentation of biblical
doctrines in the power of the Holy Spirit in such a way that people will be persuaded to
accept Jesus as Savior, be baptized, and serve Him in the fellowship of the church” (p.
196).
Chinese Worldview
To do evangelism effectively among the Chinese, it is important to understand the
Chinese worldview. Worldview is not a term that the Chinese always talk and think about,
but in reality, it exists in their minds, and they think within that framework. A worldview
represents our most fundamental beliefs and assumptions about the universe we inhabit; it
is an all-encompassing perspective on everything that exists and matters to us (Anderson,
2014). Barna (2003, p. 35) defines worldview as “the product of all the information,
ideas, and experiences you absorb to form the values, morals, and beliefs that you
process.” It is the life lens, the most general characteristics about a people (Ng, 1991, p.
43), and is the very core of culture (Winter & Hawthorne, 1981, pp. 361-364).
Sire (2009, p. 20) refers to worldview as the basic reality. He says, “it is a
commitment, a fundamental orientation of the heart that can be expressed as a story or in
a set of presuppositions that we hold about the basic constitution of reality, and that
provides the foundation on which we live and move and have our being.” Wilkens and
Sanford (2009) say a worldview “is concerned with what we believe, and what you
believe influences how you behave.” So, our worldview shapes our values, beliefs, and
behavior, and our usual actions and responses are largely influenced by our worldviews.
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More than two billion people in the world are “the heirs of ancient Chinese
tradition of thoughts” (Nisbett, 2003), and the Chinese have a long history of five
thousand years. So, knowing the traditional Chinese worldview would help us to share
the gospel with them. Ng (1991, pp. 114-115) notes that “the traditional Chinese
worldview was strongly oriented to the past. The past was regarded as the model for the
present and the primary source of information on human society.” It may be seen in areas
of ancestor worship, filial piety, a strong sense of family traditions, and an almost
compulsive concern with record keeping (Kearney, 1984, p. 97).
For centuries, Confucianism provided the moral foundation for the conduct of life
in China. Chinese are particularly influenced by the Confucian worldview on ren and
xiao. Ren means humaneness, benevolence, goodness, perfect virtue, and love, etc. Lin
(2010, p. 21) says, “The simplest explanation Confucius gave his disciple for this term
was ‘To love others.’ The most famous quotation is ‘Don’t do unto others what you don’t
want others to do unto you.’” Xiao means filial piety. Choi (1999) refers to xiao as the
“appropriate behavior and attitude of duty toward one’s parents, the elderly within the
family, and one’s ancestors” (p. 111). The Chinese believe filial piety is their cardinal
virtue, and it influences all actions of life.
Anderson (2014) says our worldview reflects how you would answer all the big
questions of human existence, the fundamental questions we ask about life, the universe,
and everything. Sire (2009, pp. 22-23) specifies the worldview in seven basic questions,
they are: (a) What is prime reality—the really real? (b) What is the nature of external
reality, that is, the world around us? (c) What is a human being? (d) What happens to a
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person at death? (e) Why is it possible to know anything at all? (f) How do we know what
is right and wrong? (g) What is the meaning of human history?
The Bible provides solid answers to those questions; thus, we can compare the
traditional Chinese or Confucian worldview with the biblical worldview and evangelistic
meetings. For example, the Confucian worldview emphasizes filial piety and ethics—the
right and wrongdoing, but there were no clear prepositions about the prime reality—God,
life, and death. Thus, the doctrines of God, life, death, ten commandments, and filial piety
can be a good entering wedge to and greatly appeal to the Chinese mind if presented with
appropriate Chinese illustrations.
Evangelism Model
There are a few major salient features in the evangelism model for Chinese, which
I have adapted and modified since 1999. They are the sermons structure, reaping and
baptism, sermon content, illustrations, appeals, and prayer.
Sermons Structure
The number of subjects in evangelism is generally between 26 to 32 sermons over
a period of four to six weeks for a full evangelistic series, or a shorter series of 12
sermons in two weeks, or 8 sermons in a week (Burrill, 2007, pp. 293-297; 2014, pp. 7071; Finley & Finley, 2002, p. 152; Finley, 2013, pp. 87-91; Martin, 1998, pp. 214-215).
While some evangelists prefer a longer series, however, I found this problematic
for Chinese communities. My most extended evangelistic series was 15 sermons in two
weeks. Burrill (2014, p. 9) notes the trend in the twenty-first century is toward a shorter
series in the United States. I appreciated and adapted the order of sermons from Dr.
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Carlos Martin, that is eight to ten doctrinal sermons to cover all the essential Adventist
doctrines. That way, the evangelistic series also serves as a Bible study class.
In the setting of the UT, people find it difficult to come every night for ten nights
in a row because they usually go to bed earlier, and there is no public transportation in the
evening for many places. Instead, I arranged four sermons a day, two in the morning and
two in the afternoon; this way, I could run the evangelistic series in three days. Listening
to ten doctrinal sermons in 2.5 days may sound too much for some, but it is not the case
in the UT. I found that this worked in many places.
Reaping and Baptism
The sermons are doctrinal, and the evangelistic series is reaping in nature, i.e.,
baptism at the end of the series. This is different from most Chinese churches that their
evangelistic series in the seed sowing nature, that is, to attract the interests or seekers to
listen to general Bible topics and other topics, such as health, family, testimony, etc. Their
goal is to attract seekers to the church, then follow up with Bible studies after the series.
However, our key salient feature is set at reaping in nature, which means the local church
has to do the groundwork, such as doing some outreach work to prepare people coming to
the evangelistic meetings, visiting those interests, giving them Bible studies, and
preparing them for baptism. The part of the evangelist is to preach the doctrinal sermons,
visit the seekers or explain the truths during personal conversations, review the doctrines,
and make appeals to confess Jesus as the only way to salvation and to receive baptism.
The goal of the reaping evangelistic series is to maximize the previous
groundwork done by the local church members. Generally, they are good at providing
doctrinal instruction but are weak in securing decisions; when the church has done its
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work, they have some people ready for baptism. However, many individuals received
doctrinal instruction but did not decide to be baptized. Experience has taught that an
evangelist can double the number of baptisms. If the local church prepares one soul for
baptism at the beginning of the series it will be doubled, i.e., two baptisms. I learned this
goal from two notable international evangelists, namely Dr. Carlos Martin and Dr. Philip
Jones. This will become one of the key factors to evaluate the effectiveness of the
mentoring program because it involves a lot of work from the evangelists, such as
preaching good sermons that are appealing to the Chinese mind and giving effective
appeals, to double the number of baptisms. I found it worked in many evangelistic series
I have conducted.
Usually, the seekers coming to the meetings are invited by their friends or family
members and have some knowledge of Christianity. Sometimes, people with little
knowledge of Christianity who do attend and respond, Burrill (2014, p. 9) says, “they will
need extensive follow-up after the meetings have conducted.”
In my experience, some Chinese churches are worried that baptizing the seekers
at the end of the evangelistic series is too soon. The final decision to baptize seekers is
always in the hands of the local church. Neither me nor the students personally baptize
those who made a decision for being baptized. We consider the evangelistic series not as
an end, but as a part of a process. For this reason, I mentioned to the local church leaders
of the nine principles of following up and nurturing new believers, which are found in
Appendix A, under section “Follow up/Nurture of New Believers.” Experience has
shown that the crucial element in the growth of new believers is often post baptismal care
and instruction (McGavran, 1990, pp. 131-132).
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The Bible also records some examples of rapid baptism, such as three thousand
were baptized in Pentacostal (Acts 2:14-47), the Ethiopian eunuch (Acts 8:26-40), and
the jailer and his family (Acts 16:16-34). After examining those passages, Finley (2013,
pp. 164-165) found five characteristics of rapid baptisms: previous instruction, evidence
of the presence of the supernatural, acceptance of a present truth prophetic message, the
willingness to stand alone, and personal initiative.
Sermon Content
As the evangelistic series is set at reaping, all presentations are doctrinal to cover
the essential Adventist beliefs, summarized in the 13 baptismal vows. For seekers, it is a
Bible study class; for church members, it is to refresh their beliefs, which is found
encouraging. The first nine sermons are basically adapted from Dr. Martin’s “The Way to
Happiness Seminar,” which he used in Chinese churches, and the topics are: (a) The Lord
Behind the Universe (creation), (b) The Way to Happiness (Bible, Jesus), (c) The Last
Night on Earth (Signs, Heaven), (d) How to have Peace of Mind (Sin, Salvation), (e) Ten
Minus One Equals Zero (Ten Commandments), (f) The Other Side of Death (Death, State
of the Dead), (g) Adam’s Mother’s Birthday (Sabbath and its change), (h) Why So Many
Religions (Remnant Church, Spirit of Prophecy, Baptism), (i) How to Live Longer
(Stewardship: time, talents, treasures, and a temple of the Spirit), and (j) Heavenly
Worship/other topics (Worship).
The first three sermons are about the illustrations of creation, prophecies and the
work of Jesus, the Bible, signs of the last days, beautiful home, and seven “no mores” in
heaven. They are to build the confidence of the seekers in the Bible. The fourth sermon is
on the origin of sin and salvation, which is an important sermon for seekers to accept
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Jesus as their personal Savior. My experience tells me that 95% of the audience will
accept Jesus. Then, the fifth to the seventh sermon explains the distinct Adventist
doctrines on ten commandments, state of the dead, and Sabbath. The eighth sermon is on
the remnant church, the spirit of prophecy, and baptism. This is another important
sermon, as appeals will be made for baptism. The ninth sermon is on four aspects of
stewardship. The last sermon includes the four aspects of heavenly worship in Revelation
4. It is usually a happy ending, and a baptismal ceremony will occur.
One pastor asked if the seekers miss one or two important topics, which means
they will miss some essential doctrines. Mark Finley once said to me, some topics are
arranged in a cluster of sermons. For example, Sabbath is mentioned in the fifth, seventh,
ninth, and tenth sermons. Salvation is mentioned in the second, fourth, eighth, and tenth
sermons. Death is mentioned in the fourth, sixth, and tenth sermons. Of course, each
sermon is designated to one or two topics; however, some are mentioned to a lesser
degree in other sermons. The pastor can go over the baptismal vows to review all the
doctrines before one is baptized to make sure they understand the essential truths.
That way, the presentation of the Adventist truths are all related as a whole and
linked to the center of all truths—Jesus Christ. White (1946) summarizes it this way:
“Theoretical discourses are essential that people may see the chain of truth, link after
link, uniting in a perfect whole; but no discourse should ever be preached without Christ
and Him crucified as the foundation of the gospel” (p. 186).
Illustrations
Illustrations help both “in the explanation of the text and in understanding it”
(Moyer, 2012, p. 13). They have power to save souls and are particularly useful in
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evangelistic preaching. After King David had sinned, God sent the prophet Nathan to
reproof David. This mission was at the price of his life. Nathan told the story of a rich
man who took a little lamb from a poor man (2 Sam 12:1-15). White (1958, p. 720)
describes that the story was with “heaven-born wisdom as to engage the sympathies of
the king, to arouse his conscience, and to call from his lips the sentence of death upon
himself.” Eventually, a story saved Nathan’s own life as well as the life of David. Good
illustrations have a place in saving soul.
Jesus used a lot of parables in His preaching because stories communicate. About
one-third of His teaching was through parables which were taken from the things of daily
life, yet simple, but “had in them a wonderful depth of meaning” (White, 1946, p. 208).
They are like “resemble stealth bombers slipping in under people’s defenses to deliver
their load” (Moyer, 2012, p. 14). When illustrations are presented with ingenuity and tact,
the preaching has “convincing power” and “such methods will be used more and more in
this closing work” (White, 1946, p. 205).
For Western evangelistic sermons, there is usually one illustration in the
beginning and one at the end of the sermon. However, I found it more appealing to
Chinese mind when more stories and illustrations are used to lead to the truths and are
culturally relevant.
Appeals
Finley (1994) is right; evangelistic preaching is not just to inform the intellect, but
“to lead men and women to decisions for Christ” (p. 69). An appeal, decision, call, and
invitation are different words describing the same thing, and it is “inviting individuals to
make a lasting decision to follow Jesus” (Burrill, 2007, p. 222). The purpose is not
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merely to proclaim, but to persuade, not merely to convince, but to convert (Finley, 1994,
p. 70).
Making appeals is one of the most important areas to determine the results of
public evangelistic meetings. An appeal is biblical teaching, and we can find appeals
made throughout the Bible. Tsui (2017, pp. 30-35) lists many examples of appeals in the
Bible, and God made the very first appeal to Adam after he had sinned, God said to
Adam: “Where are you?” (Gen 3:9). The very last appeal, it says: “And the Spirit and the
bride say, ‘Come!’ And let him who hears say, ‘Come!’ And let him who thirsts come.
And whoever desires, let him take the water of life freely” (Rev 22:17). Other examples
are found in Josh 24:15; 1 Kgs 18:21; Luke 19:5; 8:45; Acts 19:8; 2 Kgs 23:4-25; Esth
10:1-5; 7-12; Neh 9:1-5, 38; Joel 2:1-17; Jonah 3:4-10; John 1:41; John 1:43; Acts 16:31,
etc.
Two Words Related to Appeals
There are two words in the Bible with usage related to appeals. They are:
1. Exhortation: the first one is exhortation (Greek, parakaleo). It appears in the
Bible 108 times, meaning “to call to one’s side, call for summon.” It carries the meaning
of appealing. In five occasions in the Bible, it is related to evangelistic preaching: Acts
2:40; 11:23; 2 Cor 5:20; 2 Tim 4:2, 5; Titus 1:9.
An excellent example of exhortation and persuasion is found in Luke 14:16-24. A
man was inviting people to his supper, but many people were giving excuses not to come.
Then, the master said to the servant, “Go out into the highways and hedges, and compel
them to come in, that my house may be filled” (Luke 14:23). When referring to this
passage, White (1915) says this persuasion is through the “kindness and long-suffering,”
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and the “invitation becomes a compelling power to uplift those who are sunken in the
lowest depths of sin” (p. 506). She further explains this compelling power, saying “strong
and earnest appeals should be made to the sinner to repent and be converted” (White,
1946, p. 188).
Billy Graham’s gift of evangelism was manifested in the gift of exhortation.
Through the mouth of the evangelist with words of exhortation, God urges people to be
saved. Streett (2004) further explains exhortation is an invitation. He says that Graham
extended “the invitation, to offer an exhortation” (p. 129).
2. Come: another word related to appeal is “come.” This is a verb calling people
to come to Jesus, a way of invitation. For example, God said to Noah to “come into the
ark” (Gen 7:1); to those who labor and are heavy laden, and are thirsty, come to Jesus
(Matt 11:28; John 7:37-39; Isa 55:1, 3, 6, 7; Rev 22:17); to the young ruler, come to
follow Jesus (Mark 10:21), to the disciples to let children come to Jesus (Matt 19:14), and
those who are invited to come to Jesus’ wedding feast (Matt 22:2-5).
Authentic Leadership and Appeals
One component of Authentic Leadership is the “Internal Moral
Perspective/Ethics.” When one has internal moral standards and values, it helps them to
face the pressures outside and fight for high standards of ethical conduct. The Bible lists
some occasions where one risked his life when making the appeals. Without this firm
internalized moral power, one could not appeal. For example, in Nathan’s appeal to King
David (2 Sam 12:1-13), Elijah’s appeal to King Ahab (1 Kgs 18:17, 18), and John the
Baptist’s appeal to King Herod (Mark 6:18, 19), of their wrongdoing, the prophets were
risking their lives when making the appeals.
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Further, White (1915) emphasizes the preacher needs the “spirit and power of the
message” when making appeals. She says: “In every congregation there are souls who are
hesitating, almost decided to be wholly to God. Decisions are being made; but too often
the minister has not the spirit and power of the message, and no direct appeals are made
to those who are trembling in the balance” (p. 151).
John the Baptist is described as having Elijah's “spirit and power” (Luke 1:17),
which is essential when preaching the message and making appeals. White (1971)
describes this “spirit and power” is the “moral power”; she says: “The childhood, youth,
and manhood of John, who came in the spirit and power of Elijah to do a special work in
preparing the way for the world’s Redeemer, were marked with firmness and moral
power” (p. 28).
Moral power, in other words, is described as the “Internal Moral Perspective”
component of Authentic Leadership. When preaching the gospel, it is much needed and
important to ask people to repent of their sins and make appeals for them to accept the
gospel.
How to Make Appeals
Appeals provide the audience an opportunity to respond to God’s calling and to
commit to doing what they have heard (Finley, 2013, p. 154). Many will respond when a
call is made. White (1946) confirms the impact of appeal. She says: “Frequently a call
would be made for those who believed the truths that were proved by the Word, to rise to
their feet, and large numbers would respond” (p. 284).
Appeals should be “direct” (White, 1915, p. 151), “strong and earnest” (White,
1946, p. 188). When the messengers have the “spirit and power of the message,” their
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appeals will be direct (White, 1915, p. 151); when they have kindness and long-suffering,
their strong and earnest appeal “becomes a compelling power to uplift those who are
sunken in the lowest depths of sin” (White, 1915, p. 506).
Finley (2013, pp. 159-162) lists nine different calls or appeals: hand-raising call,
kneeling call, standing call, card call, prayer call, altar call, combination call, meditation
call, and after meeting call. I have experienced all those different calls, but the ones used
and found effective in the UT are hand-raising, standing, prayer, altar, and combination
calls.
Chinese preachers are not used to giving an appeal at the end of a sermon;
Western preachers would usually have one appeal at the end of sermon. I found more
appeals throughout the sermons would be more useful for Chinese mind. As the Chinese
are often more conservative with public displays, one usually hesitates to respond
immediately at the end of the sermon. When more appeals are given, in a straightforward
manner, and progressively, the Chinese often find it easier to accept the call. Billy
Graham used a “progressive style invitation” (Streett, 2004, p. 112). His progressive style
invitation was first to ask the congregation to bow their heads, then raise their hands for
repentance, and finally come forward.
In my practice of giving appeals to Chinese, I would give simple appeals
progressively throughout the sermon, and ask them to respond to the final appeal at the
end of each evangelistic sermon. When the contents come to the love and attributes of
God, I would increase their desire to accept Him by asking some simple questions, such
as “Do you want to have a friend who is so caring like God?” As I asked such questions
to increase their desire, I may sometimes ask them to indicate their response by waving
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their hands. As they responded positively throughout the sermon, it would be easier for
the final appeal.
In the first few sermons, I would usually use a hand-raising call in the first one or
two sermons, then a standing call or prayer call in next sermons, slowly increasing the
intensity in different sermon. When the topics are about salvation and baptism, the
intensity comes to highest. I would use a two-step call, first by asking the congregation to
raise their hands, then an altar call by asking them to come to the front. Chinese are
conservative, and it would be more difficult to ask them to come up to the front
straightaway in one step. I would ask them to come forward to receive God’s special
blessing. “Blessing” is a big word to the Chinese mind and is appealing. Also, I would
ask their friends to accompany them to the front and ask the congregation to give them
applause to encourage them and welcome them for their decision.
Appeals Increase Baptism
Appeals increase baptism. In the Pentecost, when Peter appealed to the Jews to
“repent, and let every one of you be baptized in the name of Jesus Christ for the
remission of sins” (Acts 2:38), there were about three thousand souls baptized (Acts
2:41). Paul writes confidently that some people will hear the gospel and accept it; he
says: “Therefore let it be known to you that the salvation of God has been sent to the
Gentiles, and they will hear it” (Acts 28:28).
The expectation of response to appeals is important in evangelistic preaching. One
time, when a young preacher asked Robert Boothby the secret of effective appeals, Finley
(2013) quotes Boothby: “Unless you preach like you expect to get decisions every time
you preach, you will get very few. You must preach like you expect people to respond”
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(p. 153). Paul expects the result of his work, he says: “Now I do not want you to be
unaware brethren, that I often planned to come to you, that I might have some fruit
among you also, just as among the other Gentiles” (Rom 1:13, italics emphasized).
All-night Prayer
Prayer is the secret of success to evangelism. Disciples were promised to receive
power from the Holy Spirit to witness in Jerusalem, Judea, Samaria, and the world (Acts
1:8). Then they waited and prayed in the upper room. Streett (2004, p. 124) notices the
second spiritual weapon of one of the most successful evangelists in the last century,
Billy Graham, was prayer. Indeed, prayer is particularly vital in soul winning for it: (a)
gives us wisdom: “Personal effort for others should be preceded by much secret prayer;
for it requires great wisdom to understand the science of saving souls” (White, 1941, p.
149); (b) accomplishes more: “In rescuing souls from his devices, far more will be
accomplished by Christlike, humble prayer than by many words without prayer” (White,
2002, p. 44), and (c) increases efficiency: “Pray most earnestly for an understanding of
the times in which we live, for a fuller conception of His purpose, and increased
efficiency in soul-saving” (White, 2002, p. 93).
Joshua defeated the enemies through long hours of prayer. He prayed to God:
“Sun, stand still over Gibeon; and Moon, in the Valley of Aijalon” (Josh 10:12). White
(1958) describes it is long hours of prayer; she says it is the man who “for hours lay
prostrate upon the earth in prayer in the camp at Gilgal. The men of prayer are the men of
power” (p. 509). Joshua did what human energy could do, yet he relied on divine power.
It is true that Joshua’s success is “the union of divine power with human effort” (p. 509).
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Esther saved all the Jews through fasting and prayer. It was Haman who wanted
to destroy, to kill, and to annihilate all the Jews (Esth 3:12, 13). Queen Esther asked
Mordecai to gather all the Jews in Shushan to fast for her, as she and her maids fasted and
prayed (Esth 4:15, 16). White (1998) describes the salvation of Jews through prayer; she
says: “At a time when it seemed that no power could save them, Esther and the women
associated with her, by fasting and prayer and prompt action, met the issue, and brought
salvation to their people” (p. 45).
There are a few passages in the Bible about all-night prayer. David prayed and
praised God at midnight (Ps 119:62). Samuel was grieved for Saul’s disobedience, and he
cried to God all night (1 Sam 15:11), pleading for a “reversing of the terrible sentence”
(White, 1958, p. 630). Jacob wrestled with an Angel all night (Gen 32:24; Hos 12:4);
indeed, “he wrestled in prayer for deliverance from the hand of Esau” (White, 1911b, p.
616, italics emphasized), he “wept, and made supplication” (Hos 12:4, KJV), pleading for
a blessing (Gen 32:26) and for his sin pardoned (White, 1958, p. 196). Jesus prayed all
night (Luke 6:12) for 12 disciples “to be workers together with God for the saving of the
world” (White, 1940, p. 291), and He prayed in the garden of Gethsemane, for strength to
save the world (Matt 26:36–39).
Jacob’s victory is “an evidence of the power of importunate prayer” (White,
1911b, p. 621). This is a rare experience; White (1911b) describes it: “Wrestling with
God—how few know what it is!” (p. 621). That is why Jesus set an example of all night
prayer for His followers. White (1973) says: “All night, while His followers were
sleeping, was their divine Teacher prayer…. His example is left for His followers.” Jesus
“frequently bowed all night in prayer” (p. 167, italics emphasized) and “spent many
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nights in prayer…., earnestly seeking the Lord with strong crying and tears (White, 1982,
p. 80). He chose the stillness of the night, that there would be no interruption; He prayed
for His disciples that they might be kept from the evil influences and for Himself that His
own soul might be strengthened (White, 1973, p. 167).
Thus, as part of the training, we set aside one whole night for all night prayer
meeting. We prayed earnestly all night in three prayer sessions. First, the personal prayer
session, like Jacob for the reconciliation with God and for a blessing. Second, the prayer
and praise session in groups, like David, is to praise God for His greatness, so we are
connected to a great God for His great mission. Third, the intercessory session in groups,
like the prayers of Samuel and Jesus, that we are empowered by the prayers of others and
our faith is gained for evangelism.
Effective Sermon Delivery
The training materials on effective sermon delivery are adapted from Burrill
(2007, 2014), Finley (2013) and class notes of Tsui (2018). Below are some key points:
Christ-centered
Christ is the center of each doctrine. Jesus says: “And I, if I am lifted up from the
earth, will draw all peoples to Myself” (John 12:32). When we uplift Christ in our
evangelistic preaching, people’s hearts will be softened, and many will be drawn to Him,
and we will have greater success. White (1946) also emphasizes this point: “The Son of
God uplifted on the cross. This is to be the foundation of every discourse given by our
ministers” (p. 190), and we should “Put Christ into every sermon” (p. 186).
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Enthusiasm/Passion
Christ’s words had an “impelling power” when He called Peter, Andrew, James
and John to follow Him (Matt 4:18-22). They immediately left their nets and boats and
followed Him (White, 1915, p. 24). As recorded in John 4:1-30, His words were “earnest
and eloquent” when addressing to the woman of the well of Jacob with water onto
everlasting life (White, 1915, p. 195). When the passion is manifested, evangelistic
preaching would be effective. Burrill (2014) has observed this, he says: “When we study
evangelistic preaching, we must realize that the ingredient most essential to successful
delivery of the sermon is the passion in the heart of the evangelist” (p. 10, italics
emphasized).
Earnestness, enthusiasm, or passion all describe the same thing—the sincere and
intense conviction, that is, to communicate the message with spirited conviction and
urgency. White (1946) describes earnestness, makes the message convincing and is the
secret of success. She says: “If we were more in earnest, men would be convinced of the
truth of our message” (p. 169, italics emphasized) and “Here is the secret of success, in
preaching a living personal Saviour in so simple and earnest a manner that the people
may be able to lay hold by faith of the power of the Word of life” (p. 170, italics
emphasized).
Body Language and Voice
In the UT, most preachers thought the content of the sermon is most important;
however, research showed the opposite: “Research indicates that 7 percent of what
speakers communicate comes from their words, 38 percent from their manner of speech,
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and 55 percent from the expressions on their faces and from their bodily movements”
(Seventh-day Adventist Minister's Manual, 1992, p. 40).
The words or content of a message is not as important as the manner of speech,
facial expression, and bodily movements. Eye contact and pleasantness of voice and
looks are two of the five things to concentrate on preaching (Finley, 2013, p. 80). The
Bible speaks of the power of gentle words that “a gentle tongue breaks a bone” (Prov
25:15). This is the skill as described by White (1915) in winning souls, she says: “the
dews and the still showers fall gently upon withering plants, so his words are to fall
gently when he proclams the truth” (p. 119). Jesus knows “how to speak a word in season
to him who is weary” (Isa 50:4), as preachers should help those who are weary by the
burden of sin.
Illustrations to Connect
Stories drive home truth (Moyer, 2012, p. 14). There may be many lessons in a
story or illustration; however, when connected to the truth, there should be only one entry
or contact point. White (1946) uses the gospel net to illustrate this, she says: “The Lord
wishes you to learn how to use the gospel net…. In order for you to be successful in your
work, the meshes of your net—the application of the Scriptures—must be close, and the
meaning easily discerned. Then make the most of drawing in the net. Come right to the
point. Make your illustrations self-evident” (p. 174).
Direct/Attractive
To be attractive and effective in evangelistic preaching, some counsels are
followed in training. We have to follow the example of Jesus, that the truth is “to be
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explained in simplicity” (White, 1946, p. 203) and clarity that little children can
understand (White, 1946, p. 175), presented in “the most forcible, simple language”
(White, 1915, pp. 49-50), not in a dry, abstract manner of teaching (White, 1946, p. 195),
nor in “long, far-fetched, complicated reasoning” (White, 1946, p. 171); instead it should
be presented “right to the point” (White, 1946, p. 171), “in a fresh, impressive way”
(White, 1946, p. 195), and in “power and expression,” making the message “expressive
and impressive that the hearers cannot but feel their weight” (White, 1915, p. 87).
White (1915, p. 50) says “The greatest Teacher the world has ever known, was the
most definite, simple, and practical in His instruction.” When the message is definite, the
audience has confidence in it; when it is simple, common people can understand; when it
is practical, the audience will easily remember His teaching in daily life. When we work
as Christ worked and learn of his style that was “plain, simple, comprehensive” and His
illustrations of truth that connects heaven and earth, then we may, as White (1946) says,
“do much in a short time” (p. 565); that means effectiveness in our evangelistic
preaching.
Time Practiced
The wise man, King Solomon, gives some counsel on success. He says:
“Whatever your hand finds to do, do it with your might” (Eccl 9:10). That means putting
a lot of effort into the work will make it successful. It is true in the secular world and is
the same in God’s work. “The success we had in missionary work has been fully
proportionate to the self-denying, self-sacrificing efforts we have made” (White, 1915, p.
385). In training, when students put extra time for practice, greater improvement and
success can be seen in their evangelistic preaching.
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Right Methods
Right methods are important in evangelism and they produce fruitful results.
White (1946) says: “When in our work for God right methods are energetically followed,
a harvest of souls will be gathered” (p. 330). Our goal is aiming at baptism, so the
evangelistic series is set at reaping in nature. When sermons are doctrinal, the
evangelistic meeting serves also the purpose of a Bible study group; when systematic
appeals are made, people will respond; when churches prepare souls for baptism, our goal
is to double the number. Results can be seen when we apply the methods.
Five-phase Mentoring Model
This section will discuss the mentoring program in materials, evangelism training,
responsibilities of evangelism team and local churches, model, and skills. It will also
discuss a key component of training, providing feedback on students’ preaching.
Mentoring Materials
A complete set of evangelism materials, including the PowerPoint presentation
with the script, and evangelistic videos of my preaching, are provided for students to
study during the orientation of the training program. These PowerPoint sermons are
based on the materials provided for me by my mentor, Dr. Carlos Martin, in 1999. Over
the years of evangelism, I have made many modifications as I was mainly targeting the
Chinese populations, and I purposely included more illustrations in sermons and that they
are more appealing to the Chinese mind.
During the training session, only the key points of the sermons are covered.
Students have to watch the videos of how an evangelistic sermon is delivered and
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memorize the contents of the sermons by heart. They need to practice and preach before
their respective small group and the large group for feedback on their preaching.
A copy of the training program is found in Appendix A. It describes the dates of
evangelistic meetings that the teams will conduct, training dates, evangelistic sermon
topics and arrangements, evangelistic meeting program, responsibilities of the
evangelism team and local churches, five stages of evangelism, and follow up and
nurturing after evangelistic meetings.
Evangelism Training
My training of students in public evangelism is described in the conceptual
framework in Chapter 1. It includes the following steps: (a) Share with them how to do
public evangelism. (b) Provide them evangelism materials, i.e., PowerPoint presentations
with scripts and videos of my evangelistic preaching. (c) Students practice their
evangelistic preaching personally. (d) Students preach in front of the class before the
teachers (co-mentors) and students (peer mentors). (e) The first round of large group
feedback is mainly provided by the mentor (i.e., an experienced evangelist) and class. (f)
Further practice of preaching in small groups with feedback from co-mentors and peer
mentors. (g) After the first round of preaching and large group feedback, there needs a
second round with selective students. Students preach in front of the class and second
round of feedback from the mentor, co-mentors, and peer mentors. (h) Preach in
evangelistic meetings. (i) The third round of feedback by the mentor or co-mentors and
peer mentors. The goal is to help the co-mentors and students understand how the
program is arranged to produce the greatest results within the least amount of time. As
most churches find it difficult to arrange ten nightly meetings, some can come to the
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church for a few consecutive days. In 2015, I led four students conducting four
evangelistic series in a row. The evangelistic series lasted for three days each, and the
series and summer youth camp lasted for ten days. The program and daily schedule are
found in Appendix A.
Responsibilities of Evangelism Team and Local Churches
The goal is to clarify the responsibilities between the evangelism teams and the
local churches. When students are clear of their responsibilities, they can inform the local
churches of their responsibilities and prepare for the evangelistic series.
Students are divided into teams of four, which are led out by one faculty member.
The responsibilities of each 5-member evangelism team are to conduct three evangelistic
series. In each series, they have to present ten gospel messages (i.e., two sermons for each
member) and 8 health messages, perform 4 gospel skits, sing 10 appeal songs, make
appeals during and at the end of each sermon, conduct a training session for church
members after the meetings, and present the PowerPoint reports with statistics during
Phase 5 Celebration. The responsibilities of the local churches are: preparing baptismal
candidates and arranging persons for opening prayer and master of ceremony, song
service, special music, and a pastor or an elder to officiate the baptismal ceremony.
I also explained the five stages of evangelism from Finley (2013, pp. 19-40), they
are: (a) Revival, which includes prayer, bible reading, and giving testimonies. (b)
Community service, which includes health and visitation programs. (c) Training of
church members. (d) Reaping evangelistic meetings, and (e) Follow up and nurture new
believers. Stage 4 is largely the responsibility of the evangelism team, and the rest are the
responsibilities of the local churches.
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Mentoring Model
This section will first discuss my evangelism model over the past 20 years of
evangelism among Chinese populations, especially the last few years in the UT. Then, it
will discuss a five-phase mentoring model on training the Chinese evangelists.
Zachary (2012) provides a good description of the mentoring program in four
phases: (a) Preparing. This is the discovery process, to engage in conversation and get to
know and understand each other. (b) Negotiating. This is to agree by setting the learning
goals and defining the content and process of the relationship, such as when and how to
meet, responsibilities, criteria for success, accountability. (c) Enabling Growth. This is to
facilitate learning, the work phase of the learning relationship. (d) Coming to Closure.
This is to celebrate between mentors and mentees on what they have learned.
As our training program is in the college setting, most students must join the
evangelism training to earn their college credits. I have made some modifications. The
first and second phases are combined as one called “Introduction.” The third phase,
“Enabling Growth,” is divided into three sections, i.e., Personal Growth, Small Group
Growth, and Large Group Growth. Phase 3 and 4 are added called “Dedication” and
“Public Evangelism,” and the last phase remains the same but termed “Celebration.” The
model is described below.
Phase 1: Introduction. This phase introduces the importance of public evangelism,
its purpose, set up, training schedule, training contents, and so on. Students came to know
each other and were divided into teams of four, and each team was led by a faculty who
served as a mentor. Students were provided the training materials, i.e., PowerPoint
presentations with scripts and videos of my evangelistic preaching.
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Phase 2: Three-fold Growth. There are three stages in this phase. First, Personal
Growth, which students had to practice their evangelistic preaching personally and their
friends for peer and informal mentoring. Second, Small Group Growth, the students had
to preach in front of their small group. Usually, they met every morning from 6:00 to 7:00
a.m. During this time, peers and small group faculty, i.e., a co-mentor, would critique
their preaching and likewise, they would critique their peers. Third, Large Group Growth,
all the groups met on Friday evenings for two hours and Sabbath afternoon for three
hours on most weekends for fourmonths, from March to June 2017. This time, the whole
group would critique students’ preaching, and in turn, they would also critique their
peers. This time, the group mentor would be me.
Phase 3: Dedication. Attitudes affect actions; psychologists prove that, and we
experience as well. Actions also affect attitudes. Finley (1994) says: “when an individual
acts based on a given attitude, the attitude is strengthened” (p. 74). For example, in the
communion service, the rehearsal of the death of Christ impresses our minds of Jesus’
sacrifice deeply; likewise, the wedding ceremony impresses the love between the bride
and bridegroom.
For that reason, a dedication ceremony is meaningful for students who have
finished the evangelism training. Their attitude of dedication to God on His mission will
be strengthened, and they are more encouraged and determined to fulfill His mission.
“At a baptism, people look for the candidate being baptized. At a wedding, they
look for the bride being married” (Seventh-day Adventist Minister's Manual, 1992, p.
219); but at a dedication ceremony, people look for God on His mission fulfillment.
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Phase 4: Public Evangelism. Evangelism teams, after four intensive months of
training and practice, set off when the summer began. A faculty/co-mentor led each team
of four students, and they spent about three weeks conducting three evangelistic series in
a row in the UT. Each student and faculty had to preach two sermons at each site for ten
doctrinal sermons. This would be the best part of their training, to preach the sermons in
the evangelistic meetings, give the appeals, and motivate the congregation to accept the
message for baptism.
Phase 5: Celebration. After the evangelistic meetings, students of each group
came back to college in the new school year to share their experiences in front of the
whole college.
Mentoring Skills
There are some skills needed in mentoring, and Zachary (2012) lists 13 different
necessary skills. In the context of our evangelism training, seven of them are particularly
helpful in developing Chinese evangelists. They are:
1. Building and maintaining relationships to be ongoing in patience and
persistence, and tending. I built up a unique relationship with my team members, as we
meet every morning from 5:15 a.m. to 7 a.m., sharing and giving feedback to each other.
At the end of the training session, I invited them to my home for dinner.
2. Coaching to help the mentees with knowledge and skills. Also, we mentored
their future development as excellent preachers and evangelists, and we motivated them
to do their best.
3. Communicating to be authentic, listening effectively, checking for
understanding, and articulating clearly and unambiguously. Usually, when I led out the

83

training, I would write down every detail of their good points and areas to be improved.
They were always astonished at the details and were benefited from it.
4. Encouraging, to say the right word at the right time as a cheerleader, confidence
builder, gentle persuader, critical friend, inspirer, and motivator. Being critiqued by peers
and teachers is indeed stressful. We would hug and encourage one another at the end of
the critique session.
5. Listening to balance talking and listening as an active listener. This would
involve listening to their preaching and concerns of evangelism. I always told them what
they would become in the future. Also, as Zachary (2012) mentions, saying the right
word at the right time for positive reinforcement and validation. It is like “A word fitly
spoken is like apples of gold in settings of silver” (Prov 25:11).
6. Problem solving to engage mentees in finding solutions. One of their areas of
improvement in evangelistic preaching is how to preach more dynamically. Often, I had
to demonstrate many times for them to practice and follow.
7. Feedback (or critique) to create an expectation for ongoing constructive
feedback, which keeps the mentees on track and moving in the right direction. This forms
the most crucial part and takes most of the time in training; it is stressful and most helpful
for critique sessions.
8. Reflecting on raising mentees’ levels of awareness about how they frame their
thoughts. This way, we often ask the mentees to understand the setup of the evangelistic
sermons they are preaching, reflecting on how the story links to the truth and how one
slide relates to the next, one truth relates to the next.
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Feedback on Preaching
Feedback plays a very important role in training our students. It is defined as
information regarding the correctness of past performance (Ilgen, Fisher, & Taylor,
1979). It is the information given to students “in written or oral forms concerning their
learning and performances” (Yuan & Kim, 2015, p. 409), and is a “consequence of
performance” (Hattie & Timperley, 2007, p. 81). In our setting, the mentor/teacher
provides feedback, and mentees/students receive feedback.
Functions
Feedback can facilitate learning (Ilgen et al., 1979), motivation (Kluger & DeNisi,
1996; Narciss, 2008), and even performance in organizations (London, 2003). It provides
learning goals (Yuan & Kim, 2015, p. 409) and enhances confidence (Yuan & Kim,
2015). Feedback also helps students become self-regulated learners (Hattie & Timperley,
2007; Narciss, 2008). There are strategies for feedback, such as setting goals, monitoring
learning, and evaluating achievement (Narciss, 2008).
There is a learning context in feedback to be addressed for feedback helps fill in
the gap “between what is understood and what is aimed to be understood” (Hattie &
Timperley, 2007, p. 82), provides information needed for correct solutions, so instructors
guide students to acquire knowledge (Shute, 2008), and “guides, motivates, and
reinforces effective behaviors and reduces or stops ineffective behaviors” (London,
2003). It may be formative for development and/or summative, used to evaluate the
recipient (London & Sessa, 2006, p. 304).
As positive feedback can enhance students’ confidence, acknowledge students’
efforts and progress can motivate students to learn; however, in the opposite, negative
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comments without acknowledging effort make students want to give up (Yuan & Kim,
2015, p. 410).
Good feedback provides both the cognitive and motivational factors in learning.
Cognitive is the information students need in their learning and what to do next, and the
motivational factor is their belief that they have control over their feelings once they
know what and why to do something (Brookhart, 2017). Above all, feedback is described
as the “most powerful influences on learning and achievement” (Hattie & Timperley,
2007, p. 81).
Effective Feedback
Effective feedback is essential and plays a critical role in student learning and
performance (Brown, Harris, & Harnett, 2012; Hattie & Timperley, 2007).
There are some attributes on effective feedback which have been examined by the
research, for example, “specificity” (Shute, 2008, p. 157), “complexity and length” (p.
159), “timing” (p. 163), student follow up, sources of feedback, interactions about the
feedback (Brown et al., 2012; Evans, 2013; Hattie & Timperley, 2007). Yuan and Kim
(2015, pp. 410-414) synthesized the attributes of the content of feedback, the timing of
feedback, dialogue through feedback, sources of feedback, and student follow-up. I
would add another one, “mode of feedback.”
Content of Feedback
Effective feedback happens when its content is specific, i.e., learning goals are
clear and how they can make improvements (Hattie & Timperley, 2007). It should
contain these three questions: (a) Where am I going? i.e., the goals. (b) How am I going?
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i.e., progress. (c) What activities need to be undertaken to make better progress? (p. 86),
that is, to inform students of their learning goals and how to improve. When students
know what they are trying to learn, use criteria to compare their current work to the goal
actively and take action to improve, the most effective learning occurs (Moss &
Brookhart, 2012).
When making comments, acknowledging success and progress helps students
develop a positive attitude toward learning and motivates them to learn (Yuan & Kim,
2015). Students need encouragement in different stages throughout the process. Females
were particularly performing better when provided with process feedback, i.e., providing
information on how to perform the task. At the same time, males did better when given
velocity feedback, i.e., on their performance compared to the past (Landsberg, Van
Buskirk, & Astwood Jr., 2010, p. 2304).
Other researches indicated the effect of feedback, such as students who received
“praise for effort,” had a higher attitude toward task persistence (Droe, 2013, p. 63), and
students who had direct corrective feedback outperformed those without (Bitchener &
Knoch, 2008).
We used the term called “commendations” during our feedback process. We first
say commendations of what they are doing well, then we come to “recommendations,”
sharing what they need to improve on. I often emphasized, one useful comment in
recommendation may save them years of hard work, and improvements can be noticed by
their church members immediately.
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Timing of Feedback
Students generally prefer immediate feedback while still mindful of the topic;
they experience frustration and lose interest if it is not given before focusing on newer
content (Yuan & Kim, 2015). For our setting, the timing for feedback is provided
immediately after their preaching, that is, while it is still fresh, and they know what to
improve on.
Dialogue Through Feedback
Research showed students prefer to talk to the instructor about feedback
(Orsmond, Merry, & Reiling, 2005; Price, Handley, Millar, & O’Donovan, 2010; cited in
Yuan & Kim, 2015). During the dialogue, students can reflect on feedback and verify
their understanding (Nicol, 2010; Van der Schaaf, Baartman, Prins, Oosterbaan, &
Schaap, 2013; cited in Yuan & Kim, 2015), they can ask questions (Nicol, 2010), and
know their strengths and weaknesses, and ways of improvement (Case, 2007).
In our setting, our feedback is done through dialogues. After preaching, teachers
will give comments and peers share as well, then students can respond to the comments
through feedback.
Source of Feedback
Feedback is generally more effective when it comes from multiple sources rather
than single sources (Brinko, 1993). The sources in our setting are the mentor (principal
instructor), co-mentors (other instructors), and peer mentors. When peers participate in
providing feedback, their engagement in learning tasks increases (Ozogul, Olina, &
Sullivan, 2008; Topping, 1998; cited in Yuan & Kim, 2015), a better understanding of
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assessment criteria is developed, and critical skills are fostered (Yuan & Kim, 2015, p.
413). For students to receive feedback from multiple sources, it is conducive to their
learning and performances (Min, 2006; Van Steendam, Rijlaarsdam, Sercu, & Van den
Bergh, 2010; cited in Yuan & Kim, 2015).
Student Follow-Up With Feedback
It cannot be assumed that students know how to use feedback. Feedback is often
unused (Bloxham & Campbell, 2010; cited in Yuan & Kim, 2015). Strategies for success
with feedback could include asking the students to revise their work based on the
feedback and resubmit their revised work (Covic & Jones, 2008; cited in Yuan & Kim,
2015), and instructors were assisting how to use feedback (Evans, 2013; Rust,
O’Donovan, & Price, 2005; Sadler, 1989; cited in Yuan & Kim, 2015). Sadler (1989, p.
78) emphasized the importance of using feedback, saying: “Students should be trained in
how to interpret feedback, how to make connections between the feedback and the
characteristics of the work they produce.”
In our setting of evangelistic preaching, I often asked students to perform what I
commented on or peers’ feedback in front of the whole class right away and to practice
according to the comments in front of the whole class. If they did not do well, I would
ask other students to demonstrate how to do it, so everyone is learning together and
knows it is not easy. Then, I demonstrated it a few times for them to get the idea. They
would practice it in their own time afterward. It is not just the knowledge but Active
Learning. Also, I would ask the students to share what they think of their preaching first.
That way, they are in a position more natural to accept the feedback from the instructor
and peers. The responses of students were positive and indicated they wanted to learn.
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Modes of Feedback
There are different modalities in the deliverance of feedback, such as written
feedback for students to save and look over later; oral feedback, for more information to
be conveyed; demonstrations, for students to see how to do something or what something
“looks like;” and conversations with the students, by asking questions to the students
(Brookhart, 2017). For our setting, I used oral, demonstrations, and conversations. First, I
would use conversations by asking what they think they did in evangelistic preaching,
once they have said it, I (or the peers) would add onto it, then it is easier for them to
accept comments from others. Then, I would use oral feedback by describing what they
are doing well and what needs to be improved. If they still could not get the point, I
would use demonstrations by showing them what to do and ask them to practice with me.
Metaphors of Feedback
The metaphor I use for feedback is a “whetstone.” It sharpens the knife as the
feedback sharpens or polishes the skills and understanding in the learning process. The
Bible says: “As iron sharpens iron, so a man sharpens the countenance of his friend”
(Prov 27:17). According to the SDABC, sharpening here refers to a friend’s “mutual help
and rivalry as the iron of the file or the hammer sharpens the iron of the blade”
("Proverbs," 1977, p. 1041).
Another metaphor is drawn from a Chinese saying: “A jade that is never cut will
never be of use.” It is by cutting or critique or feedback, that a man will be made of use.
The feedback gives delight to the recipients. The Bible says: “And the sweetness of a
man’s friend gives delight by hearty counsel” (Prov 27:9).
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Application
Students have shared that feedback or critiques from the teacher and students is
the part where they learned the most and valued the most in class, and it was beneficial to
their evangelistic preaching. During the time of feedback, I would ask the class to jot
down what the students did well and what they needed to improve on. Then, I would
summarize it.
Among the students, many were in favor of critiques. However, things did not
always go well. During the critiques in a class in May 2014, the critiques, unfortunately,
became criticisms. Then, the following year, another student shared that one must be very
mature to face all kinds of critiques. I can fully understand as this is somehow against the
Chinese cultural practice; we tend to say good things about people, not something bad,
especially in front of the class. So, later, in all the critiques, I used the terms
commendations and recommendations. First, commendations of what they were doing
well in the evangelistic preaching, then recommendations of what they could do better in
future, things they should know to build them up. Before the time of commendations and
recommendations, I would first ask the students to share with us how they felt they did.
Once they shared, it was easier for them to accept the opinions of others.
Usually, I would comment on the commendations, to help the students realize that
the area they do well it could be their spiritual gifts from God and that they need to
develop it further. This would encourage them in the future when facing challenges and
difficulties in evangelism. I would comment on the recommendations that they can be
successful evangelists when their faults and mistakes are fixed, and this would help them
in the years to come when preaching.
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Overall, I would monitor the atmosphere during feedback to ensure that it was a
positive, constructive atmosphere, such as reminding the group that when making
recommendations, they speak the “truth in love” (Eph 4:15), and speak tenderly as the
Bible says “a gentle tongue breaks a bone” (Prov 25:15), then students are more likely to
accept. We wanted “critique” not “criticism;” we wanted to “build” not “destroy.” We
first “commended,” then “recommended.”
Ellen White gave some insights on speaking the truth with love:
Jesus did not suppress one word of truth, but He uttered it always in love. He
exercised the greatest tact and thoughtful, kind attention in His intercourse with
the people. He was never rude, never needlessly spoke a severe word, never gave
needless pain to a sensitive soul…. He spoke the truth, but always in love. (White,
1892, p. 12)
Zachary (2012) is right when she comments on feedback: “Mentees rely on
mentor as trusted sources of candid and direct feedback…. As a mentor, you need to
model good feedback practices and ask for feedback on your feedback. Feedback creates
momentum by keeping mentees on track and moving in the right direction.”
Summary
This chapter described the use of leadership concepts and learning frameworks to
form a powerful tool in mentoring and developing students to become evangelists. It also
described how I incorporated the Adventist Chinese Evangelism Model in the Five-phase
Mentoring Model to train the Adventist Chinese evangelists.
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CHAPTER 3
METHODOLOGY
Introduction
The purpose of this study was to evaluate the methods used in the mentoring
program for developing Adventist Chinese evangelists as perceived by the students
involved. First, this chapter provides the detailed description of the mentoring program in
five phases. Then, it describes the research questions and a mixed methods research
design. The research design was informed by a pilot qualitative study which was an
assignment from the course “EDRM 605 Qualitative Research Methods in Education and
Psychology.”
Concerning the mixed methods research design, the quantitative survey design
includes the description of the population and sample, instrumentation, procedure, data
analysis, and treatment of data. The qualitative survey design describes the population
and sample, data collection method, treatment of data, data analysis procedures, and
strategies for validating findings.
Detailed Description of the Mentoring Program
The main purpose of the mentoring program is to help students to become
successful evangelists and be motivated to do evangelism in the future. There are five
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phases of the mentoring program; below is a detailed description of the major
components of each phase.
Phase 1 Introduction
In Phase 1 Introduction, the main mentor (myself), co-mentors (teachers) and
mentees (students) all gathered together in the campus on March 3, 2017, from 6:30 pm
to 8:30 pm. During the orientation, the mentor explained the evangelism model and
evangelism materials in Phase 1. Details can be found in Appendix A Training Seminar
Manual. The purpose was to explain the evangelism model and materials, and the
outcome was that they know how to explain the reaping evangelism model to local
churches when arranging the evangelistic meetings. As part of the material used in this
training, I provided the teachers and students a set of nine doctrinal PowerPoint sermons
with scripts and a set of videos of my evangelistic sermons.
The goal of this part was to introduce each sermon, to go over the key points and
illustrations of each sermon, and to explain how to connect the stories to the truths.
Eleven hours were set aside for this part of training on March 4, 11, 17 and 18, 2017.
Chinese are not like the Westerners who have some background of Christianity. In
my experience, we need to add more illustrations to explain the truths. The doctrinal
sermons from Westerners are typically one illustration in the beginning to draw the
attention of the audience, then one last one before making the appeal at the end of the
sermon. Throughout the years, I intentionally included more illustrations, especially those
which are appealing to the Chinese mind.
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Phase 2 Three-fold Growth
Most students were inexperienced in preaching and had not conducted
evangelistic meetings before. They were nervous. Phase 2 is termed three-fold growth
since it aims at personal growth, small group growth, and large group growth. The goal
for this phase was to practice personally, before the small group and large group for
feedback and improvement. The time allotted was between March and June 2017, four
months of intensive training and practice. The outcome was that each student would
improve in their evangelistic preaching.
Personal Growth
Students had to choose the sermons that they were going to preach among their
team members. They had to read the selected scripts and PowerPoint, and watch the
evangelistic sermon videos. Some were reading and watching at the same time in order to
fully understand what each slide meant and how to deliver the sermons.
During the training sessions, they were learning passively, but now it was Active
Learning; they were learning at their own pace. One student from my team got up at 4 am
every morning to practice, another student fasted all day on Sundays for practice, others
practiced at their own time. This was also Action Learning, and students were focused on
learning by doing. The practice was more focused on preaching in the beginning, later
more on other activities, such as health messages, gospel skits, and music, etc. for the
evangelistic meetings.
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Small Group Growth
Each evangelism team had its own time for feedback and encouragement. The
time was combined with morning devotion. Most teams met at 6:00 am to 7:00 am,
Mondays to Fridays, from March to June. My team asked for more time for prayers and
feedback; it met from 5:15 am to 7:00 am.
Students practiced during their own time, but now during the small group
meetings they took turns and preached 15 minutes of their sermon in front of their team
members for feedback. This process was termed Small Group Growth. Teachers (comentors) and students (peer mentors) listened carefully to their preaching. They
encouraged and provided feedback for improvement. Almost everyone gave their
comments for commendations and recommendations in this session. This was
Experiential Learning, focusing on the four stages of Kolb’s learning cycle. This stage
was less stressful for students because there were only five people in each team, and they
could receive more attention and help.
The small groups also built their relationships. After months of hard work, I
invited my group to my home for a fellowship dinner. The relationship of the team was
tight, and even grew tighter during the evangelistic meetings, because they acted together
as a team, and helped each other in the whole event.
Large Group Growth
The individual teams got together every day, but during most Friday evenings and
Saturday afternoons between March to June, all the teachers and students got together in
the large group. The purpose was for training and feedback. See Appendix A for the time
table.
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After practicing personally and in a small group, the students were now asked to
preach 15 minutes of their sermon in front of all the teachers and students. The feedback
sessions tended to be more formal in this large group setting. Students were under greater
stress as feedback was provided by all the teachers and students, but they were learning
more as well.
Phase 3 Dedication
At the end of the training session, there was one most inspiring ceremony, which
was Phase 3 Dedication. It was like the graduation after four months of very intensive
training during which students received lots of feedback for improvement. Now they
were ready for conducting evangelistic meetings in teams. The purpose of phase 3 was to
reaffirm and deepen their commitment to the Gospel Commission and in prayer to seek
God’s guidance and protection in the evangelistic meetings. The outcome was that they
were inspired to do the work for God.
Dedication Ceremony
Two weeks before students set off to conduct three continuous series of
evangelistic meetings, a special dedication ceremony was arranged for teachers and
students. Dr. Jairyong Lee, the NSD president, was invited to officiate this ceremony
during the Sabbath School hour on June 24, 2017. TAC made a special T-shirt with a logo
saying TSI, which stood for Total Student Involvement. It was a response to the General
Conference’s Total Member Involvement initiative.
In the dedication ceremony, faculty and students were divided into 11 evangelism
teams. Each team was comprised of a faculty member as the team leader and four to five
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students, marching in the auditorium in their TSI uniform, and each team carrying a flag
with a big TSI logo on it. After the message on the mission of God by Dr. Jairyong Lee,
he charged us with the fulfillment of His mission by His power, then a sash was put over
the shoulders of all team members and a pin with a TSI logo on the collar of the T-shirt
by the speaker. It was a very inspiring moment; all students were touched, including the
attendees. It was a great encouragement for them to remember the Great Commission of
God.
All-night Prayer Meeting
On the same night, an all-night prayer meeting was organized for all team
members in the church. Teachers and students prayed from 10 p.m. to 5 a.m. the
following day. The very purpose was to submit our lives once to God and to seek His
guidance and protection during the evangelistic meetings. Their program began with
singing and a short message on prayer, then followed by three prayer sessions, and had
singing and a short message in between each prayer session.
The first prayer session was personal prayer for one hour. The purpose of this
session was to submit our lives to God. The second session was team prayer for two
hours. Each team found a place and prayed to God; the content of the prayer was to praise
Him of His greatness, attributes, acts, etc. The purpose was to magnify God in the place
that He deserved. The third session was team intercessory prayer for two hours. Each
team member took turns to pray for his/her own specific need in evangelism, and then
other team members would pray one by one on that specific prayer request. It only took
two rounds in two hours of prayer.
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All team members would come back for a very short message and singing, then
joined hands in a circle for the closing prayer. We experienced the presence of God,
which was the most important preparation for evangelism.
Phase 4 Public Evangelism
After much training and practice, the classes were finished, and the summer
began. In this phase all teams were sent off for evangelism at specific times and in
various churches. The purpose was to conduct three evangelistic series in a row. The
outcome we hoped for was to have good results in the evangelistic meetings. The
meetings lasted from two to three weeks. Teachers and students preached in evangelistic
series. They supported one another. All had a part in the meetings. All prayed for one
another and worked together. All with a purpose to share the saving love of Jesus Christ.
In their appeals, they earnestly asked people to come forward to accept Jesus and be
baptized.
After each evangelistic series ended, the team leader shared their results with
other teams. All marveled at what God did in different churches. All longed to meet one
another in the new school year, to listen to the stories and miracles, but some had already
graduated and would not return.
Phase 5 Celebration
In this phase, a time was set aside for all team members to share their stories and
celebrate what God had done for them. The time set aside took place during a Sabbath
School hour in September 2017 during which all teams shared their stories. There were
lots to share for each team after preaching 30 evangelistic sermons, giving 24 health
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presentations, performing 12 gospel skits, and conducting three training seminars. The
purpose was for students to share God’s blessings in their meetings and to listen to the
inspiring stories from others. As the leading mentor, I listened on how their appeals went,
how the congregation reacted to their preaching, and more importantly, whether they
were motivated to do evangelism again and their preparedness for future evangelism. The
motivation to continue as evangelists and their growth in preparedness for evangelism
was the outcome expected.
Research Questions
There were two research questions which guided this study:
1. What is the effectiveness of the mentoring program in terms of training
materials, learning process, mentoring process, feedback process, evangelistic preaching,
appeals, authentic evangelism, dedication, evangelistic series experience, and
preparedness for future evangelistic meetings?
2. Is effectiveness related to site (TAC vs. UT), gender, age and years of training
as a pastor?
Research Design
A preliminary qualitative pilot study I had conducted in December 2016 had
surfaced a number of valuable findings. The study was summarized into four themes:
revival, feedback, motivation, and motivation process. Each of those themes informed my
study. For example: I included the overall evangelism plan, sermon script and video set of
evangelistic preaching as part of the training materials in Phase 1. I introduced a
dedication ceremony in Phase 4. I avoided to use words that would embarrass the
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participants and instead intentionally used words of encouragement during the feedback
process in Phase 2. The pilot study was valuable in helping me in the design of the
qualitative research question and sub-questions.
The current dissertation study was a parallel mixed methods study which
consisted of a survey that was primarily quantitative with five open-ended questions
which I analyzed through narrative analysis. The purpose of this triangulation (or
concurrent or parallel) mixed methods design was “to simultaneously collect both
quantitative and qualitative data, merge the data, and use the results to understand a
research problem” (Creswell, 2008, p. 557). The survey was given to those students who
had gone through the mentoring program with me. I also used a qualitative approach with
selected students from the campus group and one extension site, and two faculty
members as co-mentors that had gone through the mentoring program to probe the results
of the quantitative survey and the open-ended questions in more depth.
The quantitative studies are “prediction, control or explanation or theory testing,
or all three” (Rudestam & Newton, 2007, p. 37). It relies on statistical analysis to analyze
data and uses descriptive statistics to measure, describe, and generalize “about variables
of interest to the researcher” (p. 36). Inferential statistics are used to determine the
relationship between variables, i.e., the correlation between the perceived effectiveness of
the mentoring program between TAC and UT sites, and whether the effectiveness would
be related to age, year of pastoral service, and gender, etc.
On the other hand, the qualitative survey is “to focus on understanding
experiences from the point of view of those who live them” (p. 35), a more in-depth
understanding of the students on their perceived effectiveness of the mentoring program.
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It is noted that the subject may contribute “knowledge about the unobservable aspects of
his or her experience that are not accessible to the researcher in other ways” (p. 37).
Both quantitative and qualitative surveys are used to supplement one another in
the same study. In other words, “one data-collection form supplies strengths to offset the
weaknesses of the other form” (Creswell, 2008, p. 557). I now discussed the quantitative
survey and the qualitative interviews in more depth.
Quantitative Survey Design
This section discusses the population and sample, instrumentation, procedure,
data analysis, treatment of data of the quantitative survey design.
Population and Sample
There were two populations in this study: (a) all those students who took the
training under me in the TAC campus from March to June 2017 and (b) those who took
the training under me in the UT sites between March 2017 and February 2019. There was
a total of 100 students, N = 100. Since the number was not large, I included them all.
The first population consisted of 34 students studying in the campus of TAC,
receiving a total of 124 hours of intensive training from March to June 2017; they were
mostly young people, theology students, and inexperienced in pastoral ministry.
The second population constisted of three groups:
1. There were 11 students studying in an extension site of the eastern region of the
UT, East region (youth), receiving 54 hours of training during the evangelism course they
took in March 2017; they were mostly young people, taking theology and inexperienced
in pastoral ministry.
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2. There were 29 students studying in an extension site of the eastern region of the
UT, East region (senior), receiving 45 hours of training during the evangelism course they
took in February 2019; they were all over 40 years old, taking theology and experienced
in pastoral ministry.
3. There were 26 students studying in an extension site of the northeast region of
the UT, NE region (senior), receiving 54 hours of training during the evangelism course
they took in May 2017; they were all over 40 years old, taking theology and experienced
in pastoral ministry.
Out of the 100 students, 41 of them were young people, lesser experience in
pastoral ministry, the other 59 students were over 40 years of age and had more than 10
years of pastoral experience. The students who were studying on campus received more
comprehensive training compared to the other groups. Their training extended over four
months, every morning from 6:00 to 7:00 am, Monday to Friday, and on most Friday
evenings and Saturday afternoons. The intensive training of the other three extension sites
was compressed into less than two weeks.
Instrumentation
In the quantitative survey design, I administered a survey to the full census of
students to measure the perceived effectiveness of the mentoring program from the
perspective of the students. The instrument was a survey I developed, which was based
on the perceptions of the interviewees (students) on the effectiveness of the mentoring
program and their ideas about evangelism before and after the training. I also collected
some additional data on the results of the evangelistic meetings, such as responses to
appeals and the number of baptisms after evangelistic meetings, etc.
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Before the survey was given out to the students, a pilot test of the questions was
needed, to see if the individuals in the sample were “capable of completing the survey”
and understanding the questions (Creswell, 2008, p. 402). Based on the feedback from
the small number of individuals, there were some changes made to the questionnaire of
the instrument.
Effectiveness Variables
In the instrument, there were ten components or variables measuring the
effectiveness of the mentoring program, and each variable had at least five indicators.
The process generating the variables first started with an evangelism model that had been
tried in more than 100 evangelistic series among the Chinese audience and proved
successful. The model was basically focused on reaping the harvest, and the goal was to
double the baptisms to prove that it was effective. The materials included a series of
doctrinal sermons in PowerPoint with scripts and a video set. This model and the
materials constituted the first variable, “Training materials.”
The second variable was “Learning Process,” which focused on the required
personal practices. Then, the teachers needed to mentor them effectively, and this was the
third variable, “Mentoring Process.” One of the key components for them to learn faster
was the use of “Feedback Process,” the fourth variable. During the training, students
needed to grasp the key factors that determined the effectiveness of preaching, which was
the fifth variable, “Evangelistic Sermon Delivery.” One of the key purposes in
evangelistic preaching was to help people to reconcile with God and accept Christ; this
was done through the sixth variable “Appeals.” The four components of Authentic
Leadership that were interwoven in evangelism training areas like learning, practicing,
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and giving appeal, was the seventh variable “Authentic Evangelism.” Before teachers and
students set off for evangelistic meetings, a dedication ceremony was held and they spent
a whole night praying; this was the eighth variable, “Dedication.”
After being thoroughly prepared through this training process, students were set
forth to conduct the meetings. Thus they tested in an actual setting if the training program
had been helpful to enable them to conduct successful evangelistic meetings. We also
included a focus on their continued motivation. These elements constituted the ninth
variable “Evangelistic Experience” to encompass the overall effect of the training. If their
training and experience led to their desire to continue to do evangelism in the future, it
indicated that the effect of their preparation was long-lasting, which was the tenth
variable “Preparedness for Future Evangelistic Meetings.”
There were between five to eleven indicators of each variable, which were found
in different questions (see Appendix D The Research Instrument). They were: (a)
Training Materials, in question 9; (b) Learning Process, in question 10; (c) Mentoring
Process, in question 12; (d) Feedback, in question 13; (e) Evangelistic Sermon Delivery,
in question 14; (f) Appeals, in question 15; (g) Authentic Evangelism, its indicators were
spread in different questions. The indicators were: commitment (questions 17c), vision
(questions 17e, 17f), credibility made up of expertise (question 17c) and trust (questions
16c), self-awareness of strengths and weaknesses (question 13g), transparency in giving
feedback (question 10g), balanced processing to analyze data objectively during feedback
process (question 10b, 10c), and internalized moral perspective when making appeals,
i.e., spirit and power in appeals (question 15b); (h) Evangelistic Experience, in question
16, and (i) Preparedness for Future Evangelistic Meetings, in questions 17.
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Content Validity Rubric
The rubric which showed the content validity of the instrument is found in
Appendix C. It included the ten variables, conceptual definitions, operational definitions
(effectiveness indicators, salient features, or critical aspects), references, and survey
questionnaires.
The Research Instrument
The research instrument is found in Appendix D which contains a total of 80
questions in three parts to rate perceived effectiveness of selected methods used in the
mentoring program. Part I contains seven questions on demographics; part II contains 68
questions on experience in the mentoring program and evangelistic meetings, and part III
contains five open-end question for short answers. The questionnaire was tested for
validity and reliability before use with the training participants.
Procedure
I used a survey questionnaire to measure the post-study perceived effectiveness of
the mentoring program. Before I collected data from the students, I first sought
Institutional Review Board (IRB) of Andrews University to approve my research
protocol. Then, I distributed the survey questionnaires to the students and administered
the participants to fill out the survey.
For those who were still on the campus, I gathered them together in my home,
explained the surveys to them, and asked them to fill out the surveys anonymously
online. This was to make sure anonymity and confidentiality issues were ensured. For
those who were not around on the campus, I had them fill out online. I sent them a
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message and provided them a link to fill out online. The survey online was also
anonymous and made sure it was confidential.
I designed the survey in English, and I translated it myself to Chinese and asked a
colleague to double-check the translation to make sure it was rightly translated. All the
participants were college students, and their age was over 18 and below 80.
Data Analysis
I used descriptive and inferential statistics to analyze the data to see the students’
perception of the effectiveness of the mentoring program. I also checked if there was any
correlation between those students trained on the campus and extension sites.
Treatment of Data
Data collection is the heart of the research. If the data are not good, the research
does not make much sense. The collection of data was using a survey questionnaire,
which was developed by me to gather information on the perceptions of the mentees
about evangelism. The online questionnaire link was sent to the mentees by WeChat or
WhatsApp; before that, a personal message or call was sent to seek their support to fill
out the survey. The overall results were generated to an excel file for analysis.
Qualitative Survey Design
There are several methodologies for researchers to choose when conducting a
qualitative study: case study, narrative research, phenomenology, ethnography, and
grounded theory. To choose a methodology, the researcher considers the type of problem
to be studied.
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When it involves the study of a case within a real-life, contemporary context or
setting, it is a case study (Yin, 2009). Creswell (2013) further explains the case study
research, that it “explores a real-life, contemporary bounded system (a case) or multiple
bounded systems (cases) over time, through detailed, in-depth data collection involving
multiple sources of information (e.g., observations, interviews, audio-visual material, and
documents and reports), and reports a case description and case themes” (p. 97).
There are three types of case study research in terms of intent, namely: (a) single
instrumental case study on which one issue concern is focused; (b) collective or multiple
case study on which the issue is illustrated with multiple cases, and (c) intrinsic case
study in which the focus is on the case itself (pp. 99, 100). Case study research begins
with identifying a specific case with specific boundaries, such as specific time and place.
It may include the study of an event, a program, an activity, or more than one individual,
and uses multiple sources, such as interviews, observations, documents, and artifacts (pp.
104, 105) to seek an in-depth understanding of it.
Population and Sample
This was a multiple case study of two groups of theology students and one group
of teachers conducting evangelistic meetings in different churches. The first group of
study was students from the campus, the second group was the experienced pastors from
one extension site, and the third group was two co-mentors (teachers) who have gone
through the whole training and helped mentor the students during the mentoring program.
For this case study, I conducted one group interview for students and one group interview
for co-mentors, and asked one co-mentor to conduct one group interview for students. I
chose my sample population for the student groups to be four to five students from each
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group, and I strategically chose them as my sample population. Some were good
speakers, and their observations and contributions would be valuable to this study. On the
other hand, some were inexperienced speakers, and their insights might be more valuable
as the training was more important to them on how to best help them to become an
evangelist.
Data Collection Method
Creswell (2013) describes the cyclical activities in the data collection process, and
they are: locating sites and individuals, gaining access and making rapport, purposefully
sampling, collecting data, recording information, resolving field issues, and storing data
(p. 146).
A multiple case study was conducted based on the qualitative research question
and sub-questions. The research question is “What is the effectiveness of the mentoring
program in terms of training materials, learning process, mentoring process, feedback
process, evangelistic preaching, appeals, authentic evangelism, dedication, evangelistic
series experience, and preparedness for future evangelistic meetings?” and sub-questions
are found in Appendix E.
Treatment of Data
The collection of data used interviews, observations, documents, group
discussions, audio-visual technology. I developed an interview protocol to record baseline
information, see Appendix F. I made general observations during the feedback session,
practices, group discussions, actual preaching, etc. I jotted down my observations and put
the notes on my cell phone, which can be retrieved. Also, each evangelism team gave a
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PowerPoint report of their evangelistic meetings and provided the statistics of their
meetings, such as attendance, people responded to appeals and the number of baptisms,
etc. These data were also used for analysis. I was basically observing from the interviews
and the evangelistic meetings if the mentoring program was effective. Ten components
(variables) were observed; they were listed in the questions of the interview protocol.
The group interview for campus students I conducted in my home so that the
interview was done in a relaxed and comfortable manner. The group interview for
teachers was conducted by me in a conference room. For the extension site group, a comentor (teacher) conducted the interview online via Zoom. There was concern if I
myself, being the teacher and trainer, should do the interviews, and thus might affect how
the participants might tell their feelings. However, it must be emphasized that the
interviews were about their perceptions of the training that took place four years earlier.
All of them had already finished their class and graduated, it would not affect their grade
and graduation at all.
Also, I tried to be unbiased. I designed the questions to be open-ended questions. I
did not impose any answers on the interviewees and let them share naturally and
comfortably. I did that with two students during the qualitative pilot survey. They shared
their views and ideas comfortably. The interviews were recorded. All the documents and
field notes, interview transcripts, video, and audio recordings were stored electronically,
and a backup copy was kept in another external hard drive.
I sought permission from the Andrews University IRB before the research study.
For the interview with the students, I asked the interviewees to sign the Consent-toParticipate Form, see Appendix B Letter of Informed Consent.
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Data Analysis Procedures
According to Creswell (2013), the data analysis involves “organizing the data,
conducting a preliminary read-through of the database, coding and organizing themes,
representing the data, and forming an interpretation of them” (p. 179). For coding the
data it includes reducing the data into meaningful segments and assigning them names.
Then the codes are combined into broader categories or themes; the themes are displayed
in graphs, tables, and charts for comparisons (p. 180). However, the processes of data
collection, data analysis, and report writing are interrelated during the research project.
In the data analysis process, it is often a spiral. Notes or memos are written in the
margins of field notes or transcripts, which can be short phrases, ideas, or key concepts
(p. 183). When classifying and interpreting the data, codes, or categories are formed, they
represent the heart of qualitative data analysis. Researchers here build detailed
descriptions, develop themes, and provide “an interpretation in light of their views or
views or perspectives in the literature” (p. 184).
The process of coding involves dividing the texts into small categories of
information. Researchers develop a list of 25-30 tentative codes that match text segments,
and codes are further combined into five or six themes. Creswell (2013) explains that
codes can represent information that researchers expect to find before the study;
surprising information that researchers did not expect to find; and information that is
conceptually interesting or unusual to researchers; and themes are broad units of
information that consist of several codes to form a common idea (p. 186). After codes are
developed, and themes are formed, then themes are organized into larger units of
abstraction to make sense of the data, this is called interpretation.
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When I searched for codes in the data from the interviews and group discussions,
I went through the process of reading and re-reading the texts and creating themes.
During the interpretation phase, I used a direct interpretation and developed naturalistic
generalizations. Finally, I wrote an in-depth interpretation of the cases, using stories as
well as graphs and figures.
Strategies for Validating Findings
Validating findings plays an important part in the research study. There are
multiple strategies for validation and can be organized into primary and secondary
criteria. The primary criteria include:
credibility (Are the results an accurate interpretation of the participants’
meaning?); authenticity (Are different voices heard?); criticality (Is there a critical
appraisal of all aspects of the research?); and integrity (Are the investigators selfcritical?). Second criteria relate to explicitness, vividness, creativity,
thoroughness, congruence, and sensitivity. (Creswell, 2013, pp. 248, 249)
All those validations are on the researcher’s reflexivity and their challenges, that
include raising questions about the ideas developed during a research study. Creswell
(2013, pp. 250-252) summarizes eight validation strategies that qualitative researchers
use frequently. They are: (a) Prolonged engagement and persistent observation in the field
include building trust with participants. (b) In triangulation, researchers make sure of
multiple and different sources, methods, investigators, and theories to provide
corroborating evidence. (c) Peer review or debriefing provides an external check of the
research process. Peers ask hard questions about methods, meanings, and interpretations.
(d) In negative case analysis, the researcher refines working hypotheses as the inquiry
advances. (e) Clarifying researcher bias. The researcher comments on past experiences,
biases, prejudices, and orientations that have likely shaped the interpretation and
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approach to the study. (f) In member checking, the researcher solicits participants’ views
of the credibility of the findings and interpretations. It is the most critical technique for
establishing creditability, as participants can play a major role directly as well as acting in
the case study. (g) Rich, thick description allows readers to make decisions regarding
transferability. (h) External audits allow an external consultant who has no connection to
the study to examine both the process and the product of the account, assessing their
accuracy.
Among the eight strategies for validation, I choose prolonged engagement in
observation, triangulating among different data sources, writing with detailed and thick
description, and taking the entire written narrative back to teacher participants in member
checking all the reasonably easy procedures to conduct. For triangulation, I used more
cases so more voices could be heard. I included my co-mentors (teachers), who partnered
me in giving feedback, observations, and interviews.
Narrative Structure
The overall narrative structure of this study was rhetorical with vignettes, i.e.,
realistic scenarios, in the beginning, to draw the reader into the case, and in the end, to
remind the reader that this report is one person’s encounter with a complex case.
Next, I identified the issue, the purpose, and the method of study. Then, it was
followed with an extensive description of the case and its context, followed by a few key
issues, and some with confirming and disconfirming evidence. A summary of my
understanding of the case was then presented, with conclusions arrived through personal
experience (Creswell, 2013, p. 237).
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This was multiple case studies with no separate discussions of each case but an
overall cross-case analysis. I intended to write a detailed and thick description of the
participant's statements as much as possible.
Anticipated Ethical Issues
Regarding the ethical issues, the researcher faced ethical issues during data
collection in the field. For me, I first explained to the informants the purpose of the study
and would not engage in deception about the nature of the study. I protected the
anonymity of the informants and represented a composite picture rather than an
individual picture.
My roles in this research study were many. As a teacher, I taught students a course
in evangelism; as a mentor, I mentored the students in the delivery of evangelistic
sermons and giving appeals, and my major role as a researcher, I collected data, observed
students’ behavior in the mentoring process, interviewed the students (mentees), and
discussed with them. I also sought opinions from the local churches of the performance
of the students in the evangelistic meetings and from one another through feedback.
Being a teacher-mentor and asking a survey questionnaire might affect the
students’ response, that I had to assure that our relationships would not be affected, and
that it was from the researcher to find out more of the effectiveness of the training
program, that they could keep confidence in our relationships.
My Role as the Researcher
As an experienced evangelist, I have conducted over 109 evangelistic series
around the world. As a teacher, I have taught over 578 theology students in Evangelism
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courses. As a mentor, I have mentored 334 people in evangelistic preaching. As a
researcher, I was what Creswell (2013) describes, the key instrument in gathering data.
Data were such as interviews, observations, and documents (p. 45).
Expected Outcomes
The outcomes I expected were: First, through the research, I could find effective
ways to mentor more young people as evangelists. Second, I could find improvement in
my mentoring prose. Third, theology students were motivated and gained confidence in
public evangelism and would continue to do this work after graduation. Fourth, in the
long run, church growth would be seen in the UT when evangelists are mentored and
developed. Fifth, we could revive the lost art of public evangelism, as in some ways,
public evangelism is a lost art in the UT, as few pastors are participating in the reaping
evangelistic series.
Summary
This chapter provides a detailed description of the five-phase mentoring program
and the parallel mixed methods design. It also describes the details of the 10 effectiveness
variables for evaluating the mentoring program. One hundred students who participated
in the training were asked to complete an online survey consisting of Likert-scale and
open-ended questions regarding their perceptions of the effectiveness of the mentoring
program. Three groups of students and co-mentors were interviewed to provide
information for an in-depth understanding of the mentoring program. Descriptive and
inferential statistical analysis were used to analyse the data.
Blanchard and Hersey (1996) are correct; leadership is done with people, not to
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people. When doing with people, people are empowered to do the work. When doing to
people, some may feel forced and be reluctant to do the work. The mentoring program
was designed to do with people with the purpose of empowering them to do the work of
public evangelism.
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CHAPTER 4
FINDINGS AND ANALYSIS
The purpose of this study was to examine the perceived effectiveness of the
mentoring program for training Adventist Chinese evangelists. It also examined whether
demographic variables, such as site (campus versus extension sites), gender, age, and
years of training as a pastor affected how students rated the effectiveness of the
mentoring program.
In addition to quantitative data, open-ended questions and interview data were
used to better understand the effectiveness of the mentoring program. This chapter
presents an overview of both the quantitative and qualitative findings and analysis from
students' responses.
Data Preparation and Management
WeChat Form was used to create the survey questionnaires for students from the
UT, and Google Form for students from elsewhere. A message was sent to 100 students
by WeChat, WhatsApp, and Line social media apps in April 2021. The message included
an introduction to the survey, an invitation to participate in the study, and a link that
would direct participants to the survey. Another reminder was sent out by the same social
media app two days later. The surveys were closed three days later for the WeChat Form
and one week later for the Google Form. The survey results were imported into SPSS
version 25 for analysis.
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Description and Sample
There were 100 students who took the training program from me in 2017 and
2019. Out of the 100 students, 34 were from campus and 66 from the extension sites,
including 11 from the East region (youth), 29 from the East region (senior pastors), and
26 from the NE region (senior pastors). There were 90 responses to the survey, 31 of
them from the campus, 11 from the East region (youth), 21 from the East region (senior
pastors), and 27 from the NE region (senior pastors), making a total of 90% response rate.
Table 2 shows 37.8% of the respondents were male, and 62.2% were female.
Ninety-four percent of them come from the UT, the rest from Taiwan and elsewhere.
There are 21.1% of the respondents between 21 and 30; 21.1% between 31 and 40; 22.2%
between 41 and 50 years of age, and 35.6% above 51 years of age. This represents 54.4%
of them who have over 10 years of church ministry experience, who are considered
senior pastors; 38.9% have less than 10 years of experience, and 6.7% have no church
experience.
The students serve in different capacities: pastor, 6.7%; church worker, 57.8%;
volunteer, 23.3%, and layman, 12.2%. In the UT setting, the pastor refers to ordained
ministers, church workers refer to those unordained ministers, and volunteers may refer
to those church leaders who are not serving full-time in the church because they have
their own profession and serve the church without paid.
Sixty-six of them indicated to have preaching and teaching experience, 35 have
taught the Sabbath School lesson study, 16 have given health presentations, 12 have
conducted evangelistic meetings, and 12 have not led out any activities as a speaker.
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Table 2
Demographics
Variable
Gender:
Male
Female
Age:
Below 20
Between 21 and 30
Between 31 and 40
Between 41 and 50
Above 51
Nationality:
UT
Taiwan
Others
Class:
Campus
East Region (youth)
East Region (senior)
NE Region (senior)
Years of Pastoral Experience:
None
1 to 9 years
10 years or above
Capacity of Ministry:
Pastor
Church worker
Volunteer
Layman
Speaker:
Sabbath School lesson study
Health presentations
Preaching/teaching
Evangelistic meetings
None
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n

%

34
56

37.8%
62.2%

0
19
19
20
32

0
21.1%
21.1%
22.2%
35.6%

85
4
1

94.4%
4.4%
1.1%

31
11
27
21

34.4%
12.2%
30.0%
23.3%

6
35
49

6.7%
38.9%
54.4%

6
52
21
11

6.7%
57.8%
23.3%
12.2%

35
16
66
12
12

N/A
N/A
N/A
N/A
N/A

Quantitative Results
This section provides results of the evangelistic meetings conducted by students
and answers to the findings of those two research questions. First, if the mentoring
program is effective in terms of its ten effectiveness variables, which was analysed using
descriptive statistics. Second, if its effectiveness is related to gender, sites, age, and years
of pastoral experience, which was analyzed by t-test, Multivariate Analysis of Variance
(MANOVA), one way Analysis of Variance (ANOVA), and Bi-variate correlation.
Results on Site
This reaping evangelism model had already been tested widely by me, but now it
was put to an extensive test by my students. This test involved 100 students preaching to
a total of 13,772 people attending 102 evangelistic series. It led to fruitful results: 2,178
people responded to the appeals for baptism and 1,856 people were actually baptized at
the end of evangelistic meetings (see Table 3).
It is worth noting that a total of 1,127 people were prepared for baptism before the
evangelistic meetings started. Through the appeals for baptism, 2,178 people responded,
an increase of 1,051 people or 93%. At the end of the evangelistic meetings, 1,856 people
were baptized, an increase of decisions of 729 people or 65%. The increase of baptism
contributed to the evangelistic meetings. In other words, if churches did not have
evangelistic meetings, their baptismal candidates would be those who were prepared and
committed for baptism. All these results indicated that the evangelism model worked and
that the mentoring program effectively trained students to become evangelists.
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Table 3
Statistics of Evangelistic Series Conducted by Students at Four Sites
Statistics
Evangelistic series
conducted

Campus

NE
(Senior)

East
(Youth)

East
(Senior)

Total

31

32

6

33

102

4,745

6,111

1,081

1,835

13,772

Candidates prepared and
committed for baptism
before the meetings

372

523

116

116

1,127

Decisions for baptism

951

908

172

147

2,178

Increase of decisions
(compared to candidates
prepared and committed)

579

385

56

31

1,051

Increase of decisions (%)

156%

74%

48%

27%

93%

Baptisms at the end of
meetings

703

816

153

184

1,856

Increase of baptisms
(compared to candidates
prepared and committed)

331

293

37

68

729

Increase of baptisms (%)

89%

56%

32%

59%

65%

Attendance

Rating of Perceived Effectiveness
To the first research question, participants were asked to rate effectiveness of the
mentoring program in terms of ten variables: training materials, learning process,
mentoring process, feedback process, evangelistic preaching, appeals, authentic
evangelism, dedication, evangelistic series experience, and preparedness for future
evangelistic meetings.
Table 4 shows the Cronbach’s alpha of items within each of the ten effectiveness
variables. The Cronbach’s alpha values were all greater than .7, which are considered to
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be acceptable. It shows internal consistency within the group, i.e., the questions within
each effectiveness variable are closely related.

Table 4
Cronbach’s Alpha of 10 Effectiveness Variables
Variable

Conceptual definition

Training Materials

Number of
items

Cronbach’
s alpha

Materials help students to learn
and present

5

.83

Learning Process

Learning processes and tools for
solving problems and
implementing actions

7

.91

Mentoring Process

Long-term developmental
relationship between mentor and
mentee

7

.91

Feedback Process

Information provided
concerning learningperformance process

11

.96

Evangelistic Preaching

Evangelistic sermon delivery in
effective manner and content

6

.89

Appeals

Invite people to follow Jesus

6

.91

Authentic Evangelism

Apply four components of
authentic leadership in
evangelism training

10

.89

Dedication

To impress the minds through a
ceremony & prayer

6

.92

Evangelistic Series
Experience

Experience in evangelism

8

.94

Preparedness for
Future Evangelistic
Meetings

Personal readiness for future
evangelistic meeting

6

.92
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Table 5 shows the summary of the mean, standard deviation, and skewness of
each effectiveness variable. Generally, students agreed that the overall mentoring
program was helpful (M = 4.27, SD = .69). The skewness of all variables is between -1 to
1, which shows that there was a normal distribution of data.

Table 5
Number, Mean, Standard Deviation, and Skewness of 10 Effectiveness Variables
Variables

n

M

SD

Skewness

- .39
90
4.38
.54
Training Materials
a
Learning Process
90
4.42
.50
- .53
b
Mentoring Process
90
4.37
.46
- .10
Feedback Process
90
4.44b
.44
.17
c
Evangelistic Preaching
90
4.17
.57
- .03
Appeals
90
4.36b
.47
.25
b
Authentic Evangelism
90
4.17
.49
.10
Dedication
31
4.57b
.49
- .59
Evangelistic Series Experience
90
4.29b
.51
.17
d
Preparedness for Future Evangelistic
90
3.66
.87
.01
Meetings
Overall
4.27
.69
a
Note. For , 1 = not helpful at all; 2 = not helpful; 3 = somewhat helpful; 4 = helpful; 5 =
very helpful.
For b, 1 = strongly disagree; 2 = disagree; 3 = not sure; 4 = agree; 5 = strongly agree.
For c, 1 = very little; 2 = little; 3 = some; 4 = much; 5 = very much.
For d, 1 = very poor; 2 = below average; 3 = average; 4 = above average; 5 = excellent.
a

The result shows that the Dedication variable had the highest mean (M = 4.57, SD
= .57), indicating that students mostly agreed that the dedication ceremony and all-night
prayer meeting deeply impressed their minds before setting off for public evangelism;
however, this arrangement in the mentoring program was only for campus students, other
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extension sites were not possible to arrange the same ceremony. The Preparedness for
future evangelistic meetings variable had the lowest mean (M = 3.66, SD = .87),
indicating their preparedness was average for future reaping public evangelism. A post
mentoring program is needed for further follow up. Students rated other variables helpful.
The means and standard deviations of those ten effectiveness items are shown in
Tables 6 to 15. Table 6 summarizes the means and standard deviations for each of the five
areas of the first effectiveness variable, the Training Materials. Generally, students found
the training materials helpful in their learning and presentation; the overall mean is 4.38
(SD = .54).

Table 6
Ratings of Training Materials
Variables

n

M

SD

%

86.7%
90
4.30
.69
Explanation of reaping evangelism model
90
91.1%
4.34
.64
Structure/contents of doctrinal sermons
90
96.7%
4.41
.60
Stories/illustrations for each sermon
90
93.3%
4.43
.62
Explanatory notes for PowerPoint sermons
31*
4.42
.76
83.8%
Video sermons by experienced evangelist
Overall**
4.37
.54
Note. For Mean: 1 = not helpful at all; 2 = not helpful; 3 = somewhat helpful; 4 =
helpful; 5 = very helpful.
*only 31 campus students were provided with video sermons by an experienced
evangelist.
**Overall mean and standard deviation do not include the mean and standard deviation
of “video sermons by experienced evangelist”. % is the sum of helpful and very helpful.

The first three highest means were related to evangelistic sermon delivery. The
highest mean is explanatory notes for PowerPoint sermons (M = 4.43, SD = .62), the
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second is video sermons by experienced evangelist (M = 4.42, SD = .76), and the third is
stories/illustrations for each sermon (M = 4.41, SD = .60). This indicates the need of the
students to have some good materials to start with. Students also rated the explanation of
reaping evangelism model (M = 4.30, SD = .69) and the structure/contents of doctrinal
sermons (M = 4.34, SD = .64) helpful.
Table 7 shows the summary of the mean and standard deviation for each of the
seven areas of the second effectiveness variable, the Learning Process. Generally, the
learning process for solving problems and implementing actions was helpful to students;
the overall mean is 4.42 (SD = .50).

Table 7
Ratings of Learning Process
Variables

n

M

SD

%

Active personal practice
Observing others’ preaching
Asking reflective questions
Sharing experiences from
mentor/group
Feedback from mentor/group
Preaching in small groups
Transparency in giving feedback to
others’ preaching
Overall

90
90
90
90

4.47
4.42
4.36

.60
.60
.62
.60

94.4%
94.4%
94.4%
94.4%

90
90
90

4.50
4.43
4.31

.60
.60
.70

94.4%
94.4%
91.1%

4.47

4.42
.50
Note. For Mean: 1 = not helpful at all; 2 = not helpful; 3 = somewhat helpful; 4 =
helpful; 5 = very helpful. % is the sum of helpful and very helpful.

The first two highest means were: feedback from mentor/group (M = 4.50, SD
= .60) and experience from mentor/group (M = 4.47, SD = .60). It indicates that the help
from the mentor/group forms the most helpful part of their learning process. Then, the
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second and third highest mean, which were related to their active personal practice (M =
4.47, SD = .60) and preaching in small groups (M = 4.43, SD = .60). Students first need
instructions on the improvement of their evangelistic preaching, then they need active
practice. The next level of learning that they found helpful was self-improvement through
observation of others’ preaching (M = 4.42, SD = .60) and asking reflective questions (M
= 4.36, SD = .62). Though transparency in giving feedback to others’ preaching had the
lowest mean (M = 4.31, SD = .70), it was still helpful in students’ learning process.
In addition, respondents were asked how many hours they spent practicing their
evangelistic sermons. Six of them did not remember, and 84 of them replied between 10
to 120 hours, the mean hours is 36.08 (SD = 34.04).
Table 8 summarizes the mean and standard deviation for each of the seven areas
of the third effectiveness variable, the Mentoring Process. Generally, students agreed with
the developmental relationship between the mentor and mentee in the mentoring process;
the overall mean is 4.37 (SD = .46).

Table 8
Ratings of Mentoring Process
Variables

n

M

SD

%

Motivated me to be an effective evangelist
Gained support to be an effective evangelist
Encouraged me to be an effective evangelist
Gained confidence as an evangelist
My mentor/group were respectful
My mentor/group were trustworthy
My mentor/group effectively communicated
during the mentoring process
Overall

90
90
90
90
90
90
90

4.27
4.21
4.29
4.31
4.52
4.52
4.44

.68
.65
.62
.65
.52
.52
.52

94.4%
90.0%
93.3%
92.2%
98.9%
98.9%
98.9%

4.37
.46
Note. For Mean: 1 = strongly disagree; 2 = disagree; 3 = not sure; 4 = agree; 5 =
strongly agree. % is the sum of agree and strongly agree.
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The first three highest means which happen to be related to the mentor/group,
they are: My mentor/group were respectful (M = 4.52, SD = .52) and trustworthy (M =
4.52, SD = .52), and effectively communicated during the mentoring process (M = 4.44,
SD = .52). This shows the attitudes of the mentor/group are most important in the
mentoring process. Then, students agreed they gained confidence (M = 4.31, SD = .65),
were encouraged (M = 4.29, SD = .62) and motivated (M = 4.27, SD = .68), and gained
support (M = 4.21, SD = .65) to become an effective evangelist.
Table 9 shows the summary of the mean and standard deviation for each of the 11
areas of the fourth effectiveness variable, Feedback Process. Generally, students agreed
with the information provided in the feedback process concerning their performance and
learning; the overall mean is 4.44 (SD = .44).
The highest mean is: The feedback helped me learn about my strengths and
weaknesses (M = 4.57, SD = .50), that students agreed feedback helps their selfawareness so that their preaching can be improved. The next two highest means are: The
feedback helped me improve my preaching (M = 4.53, SD = .52) and the feedback from
the mentor improved my performance as an evangelist (M = 4.53, SD = .52), and students
accepted the feedback readily and easily (M = 4.51, SD = .50).
When comparing the feedback provided by the mentor and classmates, it shows
the mentor has higher means. Those numerical differences between the mentor and
classmates are most likely due to random errors. Students agreed that mentor facilitated:
(a) their learning for evangelism (M = 4.46, SD = .50) has a higher mean than the
classmates (M = 4.43, SD = .52), (b) their motivation to be an effective evangelist (M =

127

4.42, SD = .52) has a higher mean than the classmates (M = 4.36, SD = .57), and (c) their
performance as an evangelist (M = 4.53, SD = .52) has a higher mean than the classmates
(M = 4.34, SD = .58). Overall, students agreed that feedback was positive critiques, not
negative criticism (M = 4.37, SD = .57) and affirmation of their performance during the
training session (M = 4.33, SD = .54).

Table 9
Ratings of Feedback Process
Variables

n

M

SD

%

The feedback from the mentor facilitated my
learning for evangelism
The feedback from the mentor enhanced my
motivation to be an effective evangelist

90

4.46

.50

98.9%

90

4.42

.52

98.9%

The feedback from the mentor improved my
performance as an evangelist

90

4.53

.52

98.9%

The feedback from my classmates facilitated my
learning for evangelism

90

4.43

.52

98.9%

The feedback from my classmates enhanced my
motivation to be an effective evangelist

90

4.36

.57

95.6%

The feedback from my classmates improved my
performance as an evangelist

90

4.34

.58

94.4%

The feedback helped me to learn about my
strengths and weaknesses

90

4.57

.50

95.6%

The feedback helped me improve my preaching
I viewed feedback as positive critiques, not
negative criticism

90
90

4.53
4.37

.52
.57

98.9%
95.6%

Feedback were affirmation of my performance
during the training session

90

4.33

.54

96.7%

I accepted the feedback readily and easily

90

4.51

.50

100.0%

Overall
4.44
.44
Note. For Mean: 1 = strongly disagree; 2 = disagree; 3 = not sure; 4 = agree; 5 =
strongly agree. % is the sum of agree and strongly agree.
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Table 10 shows the summary of the mean and standard deviation for each of the
six areas of the fifth effectiveness variable, Evangelistic Preaching. Generally, students
agreed with the evangelistic sermon delivery in an effective manner and content; the
overall mean is 4.17 (SD = .57).

Table 10
Ratings of Evangelistic Preaching
Variables

n

M

SD

%

Putting Christ into the center of each sermon
Preaching with more passion/enthusiasm
The use of voice and body language as an
important part of preaching

90
90
90

4.37
4.21
4.17

.57
.71
.75

95.6%
96.7%
90.0%

My ability to connect a story/illustration to
the truth presented

90

4.20

.66

86.7%

My ability to preach sermons that address the
needs of the congregation

90

4.04

.75

76.7%

My ability to preach sermons that arouse and
maintain the interests of the congregation

90

4.04

.78

74.4%

Overall

4.17
.57
Note. For Mean: 1 = very little; 2 = little; 3 = some; 4 = much; 5 = very much. % is the
sum of much and very much.

The highest mean is: Putting Christ into the center of each sermon (M = 4.37, SD
= .57), which is the most important part of evangelistic preaching. The next two highest
means in evangelistic preaching that students rated are: Preaching with more
passion/enthusiasm (M = 4.21, SD = .71) and My ability to connect a story/illustration to
the truth presented (M = 4.20, SD = .66). Students also used voice and body language as
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an important part of preaching (M = 4.17, SD = .75). The lowest means are their ability to
preach sermons that address the congregation's needs (M = 4.04, SD = .78) and arouse
and maintain the congregation's interests (M = 4.04, SD = .78).
Table 11 summarizes the means and standard deviations for each of the six areas
of the sixth effectiveness variable, Appeals. Generally, students agreed with different
appeal aspects to invite people to follow Jesus; the overall mean is 4.36 (SD = .47). The
first three highest means are: I have a better understanding of the importance of giving
appeals (M = 4.52, SD = .52), I understand that story/illustration before appeals makes it
more effective (M = 4.41, SD = .49), and I have more confidence in giving appeals (M =
4.38, SD = .53).

Table 11
Ratings of Appeals
Variables

n

M

SD

%

I have a better understanding of the importance of
giving appeals

90

4.52

.52

96.7%

I am able to give direct appeals with the spirit and
power of the message

90

4.30

.59

93.3%

I am able to give appeals more systematically,
enthusiastically and persuasively

90

4.24

.62

90.0%

I understand that story/illustration before appeals
makes it more effective

90

4.41

.49

100.0%

I have more confidence in giving appeals
I have experienced that appeals increase the
number of decisions for accepting
Christ/baptism

90
90

4.38
4.30

.53
.64

97.8%
92.2%

Overall
4.36
.47
Note. For Mean: 1 = strongly disagree; 2 = disagree; 3 = not sure; 4 = agree; 5 =
strongly agree. % is the sum of agree and strongly agree.
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After they understand the importance of giving appeals, they know how to do it
effectively and have confidence in it. Students agreed they could give direct appeals with
the spirit and power of the message (M = 4.30, SD = .59), have experienced that appeals
increase the number of decisions for accepting Christ/baptism (M = 4.30, SD = .64), and
were able to give appeals more systematically, enthusiastically and persuasively (M =
4.24, SD = .62).
Table 12 shows the summary of the means and standard deviations for each of the
10 areas of the seventh effectiveness variable, Authentic Evangelism. Generally, students
agreed with the three categories of Authentic Leadership when applied in evangelism.
They are: (a) four components (self-awareness, internalized moral perspective, relational
transparency, and balanced processing of information), (b) psychological capital (hope,
and resiliency), and (c) outcome (commitment, vision, and creditability). The overall
mean is 4.17 (SD = .49).
The first category has the highest means; they are the four components of
Authentic Leadership with higher means: (a) Self-awareness—the feedback helped me to
learn about my strengths and weaknesses (M = 4.57, SD = .50), which has the highest
mean. (b) Balanced processing of information—observing others’ preaching (M = 4.42,
SD = .60) and asking reflective questions (M = 4.36, SD = .62). (c) Relational
transparency—transparency in giving feedback to others’ preaching (M = 4.31, SD
= .70). (d) Internalized moral perspective—I am able to give direct appeals with the spirit
and power of the message (M = 4.30, SD = .59).
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Interestingly, the second category has a higher means compared to the third
category. Students rated their psychological capital increased in public evangelism, they
agreed that their hope (M = 4.29, SD = .67) and resiliency (M = 4.30, SD = .59) increased
for public evangelism.

Table 12
Ratings of Authentic Evangelism
Variables

n

M

SD

%

I am able to give direct appeals with the spirit
and power of the message

90

4.30a

.59

93.3%

Transparency in giving feedback to others’
preaching

90

4.31b

.70

91.1%

Observing others’ preaching
Asking reflective questions
The feedback helped me to learn about my
strengths and weaknesses

90
90
90

4.42b
4.36b
4.57a

.60
.62
.50

94.4%
94.4%
95.6%

Commitment
Priority
Vision for public evangelism
Increased my hope in public evangelism
Increased my resiliency for public evangelism

90
90
90
90
90

3.94c
3.66c
3.54c
4.29a
4.30a

.74
.85
.95
.67
.59

92.2%
54.4%
50.0%
90.0%
95.6%

Overall

4.17
.49
Note. a1 = strongly disagree; 2 = disagree; 3 = not sure; 4 = agree; 5 = strongly agree.
b
1 = not helpful at all; 2 = not helpful; 3 = somewhat helpful; 4 = helpful; 5 = very
helpful.
c
1 = very poor; 2 = below average; 3 = average; 4 = above average; 5 = excellent.
% is the sum of agree and strongly agree; helpful and very helpful; and above average
and excellent respectively.

In the third category, students rated their commitment for future public
evangelism above average (M = 3.94, SD = .74), but their vision (M = 3.54, SD = .95)
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and priority (M = 3.66, .85) are just average for future public evangelism. The result
shows that more encouragement for future evangelism needs to be made during the
training.
Table 13 summarizes the means and standard deviations for each of the six areas
of the eighth effectiveness variable, Dedication. As this part was only offered to campus
students, classes in the extension sites were excluded for this part of the survey.
Generally, students agreed with the dedication ceremony and all-night prayer meeting
that their minds were impressed; the overall mean is 4.57 (SD = .49), which is the highest
compared to other variables.

Table 13
Ratings of Dedication (Campus Students Only)
Variables

n

M

SD

%

During the dedication ceremony, I determined and
dedicated to fulfill God’s mission

31

4.52

.57

96.8%

Being reconciled with God during the personal
prayer session

31

4.68

.48

100%

Being connected with God and saw His greatness
during the prayer and praise session

31

4.61

.56

96.8%

Being connected with God and determined to preach
the gospel during the prayer and praise session

31

4.52

.57

96.8%

Being encouraged to do evangelism in the
intercessory session

31

4.58

.50

100%

Overall, faith increased for evangelism in all-night
prayer meeting

31

4.52

.72

93.5%

Overall

4.57
.49
Note. For Mean: 1 = strongly disagree; 2 = disagree; 3 = not sure; 4 = agree; 5 =
strongly agree. % is the sum of agree and strongly agree. % is the sum of agree and
strongly agree.
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Students rated the personal prayer session with the highest mean, they agreed that
they were being reconciled with God during the personal prayer session (M = 4.68, SD
= .48). They also agreed with the group prayer sessions that they were connected with
God and saw His greatness during the prayer and praise session (M = 4.61, SD = .56),
encouraged to evangelize in the intercessory session (M = 4.58, SD = .50). Overall, they
agreed that the prayer sessions helped them connect with God and determine to preach
the gospel during the prayer and praise session (M = 4.52, SD = .57), and their faith
increased for evangelism in all-night prayer meeting (M = 4.52, SD = .72). They also
agreed that they were determined and dedicated to fulfill God’s mission during the
dedication ceremony (M = 4.52, SD = .57).
Table 14 shows the summary of the means and standard deviations for each of the
eight areas of the ninth effectiveness variable, Evangelistic Series Experience. Generally,
students agreed with their experience in public evangelism that they were revived, and
their motivation, knowledge, and confidence were increased; they saw unexpected
baptism and believed public evangelism still works. The overall mean is 4.29 (SD = .51).
After conducting three evangelistic series in a row, students experienced, believed
and agreed that public evangelism is an effective way to share the gospel, it has the
highest mean (M = 4.39, SD = .63). The result shows an increase for public evangelism in
terms of knowledge (M = 4.38, SD = .51), confidence (M = 4.32, SD = .56), resiliency
(M = 4.30, SD = .59) and hope (M = 4.29, SD = .67). They were inspired to hold future
evangelistic meetings (M = 4.26, SD = .56) and motivated me to conduct more
evangelistic meetings (M = 4.18, SD = .63) as they saw unexpected people responded to
appeal for baptism (M = 4.21, SD = .61).
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Table 14
Ratings of Evangelistic Series Experience
Variables

n

M

SD

%

Motivated me to conduct more evangelistic
meetings

90

4.18

.63

87.8%

Gained knowledge through actual preaching
Increased my confidence in conducting evangelistic
meetings

90
90

4.38
4.32

.51
.56

98.9%
95.6%

Inspired me to hold future evangelistic meetings
Unexpected people responded to appeal for baptism
Public evangelism is an effective way to share the
gospel

90
90
90

4.26
4.21
4.39

.65
.61
.63

91.1%
90.0%
94.4%

Increased my hope in public evangelism
Increased my resiliency for public evangelism

90
90

4.29
4.30

.67
.59

90.0%
95.6%

Overall

4.29
.51
Note. For Mean: 1 = strongly disagree; 2 = disagree; 3 = not sure; 4 = agree; 5 =
strongly agree. % is the sum of agree and strongly agree.

Table 15 shows the summary of the means and standard deviations for each of the
six areas of the tenth effectiveness variable, Future Reaping Evangelistic Meetings
Generally, students rated their preparedness for future evangelistic meetings on average.
The overall mean is 3.66 (SD = .72). The first two highest means are their commitment
(M = 3.94, SD = .74) and desire and passion (M = 3.88, SD = .82). Students considered
other areas were average: priority (M = 3.66, SD = .85), vision (M = 3.54, SD = .95),
knowledge (M = 3.50, SD = .84), and skills (M = 3.42, SD = .87).
This result seems to contradict the ninth variable, which shows that their
knowledge and confidence increased, and they were motivated and inspired to hold future
evangelistic meetings. Students may feel that they still lack in some areas, but the best
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solution may be to keep doing it so their knowledge and confidence will increase for
future and greater evangelistic meetings.

Table 15
Ratings of Future Reaping Evangelistic Meetings
Variables

n

M

SD

%

Desire and passion
Knowledge
Commitment
Skills
Priority
Vision for public evangelism

90
90
90
90
90
90

3.88
3.50
3.94
3.42
3.66
3.54

.82
.84
.74
.87
.85
.95

65.6%
47.8%
70.0%
47.8%
54.4%
50.0%

Overall
3.66
.72
Note. For Mean: 1 = very poor; 2 = below average; 3 = average; 4 = above average; 5 =
excellent. % is the sum of above average and excellent.

Effectiveness Related to Gender, Sites, Age, and Experience
The second research question is if the perceived effectiveness of the mentoring
program is related to gender, sites (campus versus extension sites), age, and years of
pastoral experience. Multivariate analysis of variance (MANOVA) was used to examine
gender, site, and age group differences on the linear combination of effectiveness
variables. Bivariate correlation was used to examine the relationship between years of
pastoral experience and effectiveness variables. The effectiveness variable Dedication
was excluded, as it was only arranged for the 31 students in the campus, not for the other
three extension sites.
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For Gender
A t-test analysis was performed to measure significant differences in the hours of
practice and a MANOVA analysis in the nine effectivenss variables between the gender.
Hours of Practice
Table 16 shows the group mean number, standard deviation, and t-test results of
the hours of male and female students spent in practicing their evangelistic sermons.
Levene’s test indicated equal variance between independent variable groups, the
homogeneity of variance assumption is upheld (F = 3.64, p = .060).

Table 16
Mean, Standard Deviation, and t-Test Results of Hours of Practice
between Gender
Variable

Group

n

Hours of Practice

Male

33

M

SD

t

51

p

82

.133

ES(d)

43.67 37.71
1.52

Female

df

32.22

.34

30.99

Male students' mean hours of practice were 43.67 (SD = 37.71), while the mean
hours for female students were 32.22 (SD = 30.99). At α = .05, these group means were
not statistically significant (t(82) = 1.52, p = .133). The 95th Confidence Interval is -3.56
and 26.46. The effect size d is small at .34. This study indicates there were no gender
differences in the number of hours of practice in evangelistic preaching.
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Effectiveness Variables
Table 17 shows the mean number, standard deviation of male and female students
in each of the nine effectiveness variables. To control for Type I error inflation, a
MANOVA analysis was performed to examine whether there are differences in gender on
the nine effectiveness variables, namely Training Materials, Learning Process, Mentoring
Process, Feedback Process, Evangelistic Preaching, Appeals, Authentic Evangelism,
Evangelistic Series Experience, and Preparedness for Future Evangelistic Meetings.
The Bartlett’s Test of Sphericity (χ2 = 836.79, df = 44, p < .001) suggests that the
correlation coefficients among the nine effectiveness variables are sufficiently large to
justify the use of MANOVA. Meyers, Gamst, and Guarino (2017) suggested that the
variables be “correlated at least in the .20s or .30s and … no pair correlates higher than
the low .70s” (p. 807). The assumption of equal variance-covariance matrices was met
(Box’s M = 56.53, F(45,16241.54) = 1.11, p = .29). At α = .05, the MANOVA result
indicate that there are no significant gender differences on the linear combination of the
nine effectiveness variables (Hoteling’s T = .113, F(9,80) = 1.004, p = .444, η2 = .102).
For Sites
An ANOVA analysis was performed to measure significant differences in the
hours of practice and a MANOVA analysis in the nine effectiveness variables between the
four sites.
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Table 17
Mean and Standard Deviation of Variables by Gender
Variables

Gender

n

M

SD

Training Materials

Male
Female
Total

34
56
90

4.44
4.33
4.37

.55
.54
.54

Learning Process

Male
Female
Total

34
56
90

4.42
4.42
4.42

.50
.50
.50

Mentoring Process

Male
Female
Total

34
56
90

4.43
4.33
4.37

.52
.43
.46

Feedback Process

Male
Female
Total

34
56
90

4.48
4.42
4.44

.43
.45
.44

Evangelistic Preaching

Male
Female
Total

34
56
90

4.32
4.08
4.17

.56
.56
.57

Appeals

Male
Female

34
56

4.43
4.32

.48
.46

Total

90

4.36

.47

Authentic Evangelism

Male
Female
Total

34
56
90

4.27
4.11
4.17

.45
.51
.49

Evangelistic Series Experience

Male
Female
Total

34
56
90

4.40
4.23
4.29

.49
.52
.51

Preparedness for Future
Evangelistic Meetings

Male

34

3.79

.62

Female
Total

56
90

3.58
3.66

.76
.72
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Hours of Practice
Table 18 shows the mean hours students of different sites spent in practicing their
evangelistic sermons. The campus site had the highest mean hours (M = 50.72, SD =
41.92), the East region (youth) site had the second highest mean hours (M = 38.91, SD =
29.94), the NE region (senior) had the third-highest mean hours (M = 32.33, SD = 27.65),
and the East region (senior) had the least mean hours (M = 23.19, SD = 23.79).

Table 18
Mean and Standard Deviation of Hour of Practicing Sermons by Sites
Site
Campus
East region (youth)
East region (senior)
NE region (senior)
Overall

n

M

SD

29
11
26
18

50.72
38.91
23.19
32.33

41.92
29.94
23.79
27.65

84

36.71

34.04

An ANOVA analysis was performed to measure if there are any differences
between sites on hours of practicing evangelistic sermons. This was done indirectly by
comparing group variance with error variance. The hypothesis was that there were no
differences in four different sites: Campus, East region (youth), East region (senior), and
NE region (senior) on hours of practice in evangelistic preaching.
Table 19 shows the result of the ANOVA, which, at α = .05, indicated that there
are significant differences (F(3,80) = 3.39, p = .02, η2 = .11) among the four sites in terms
of the number of hours of practicing sermons. Approximately 11% (η2 = .11) of the
variances in hours of practicing sermons can be explained by differences in sites. In the
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Levene test, the Homogeneity of variance assumption was violated (F(3,80) = 4.03, p
= .01); Games-Howell was used to determine the nature of group differences.

Table 19
One-way Analysis of Variance Result by Sites
Source
Hours of Practice

SS

df

MS

3 3614.80

Between 10844.40
Within
85306.74
Total
96151.14

80
83

F

p

η2

3.39

.02

.11

1066.33

Table 20 shows the result of the post hoc multiple comparison procedure. This
result shows that there were significant differences between the campus site (M = 50.72)
and the East region (senior) site (M = 23.19).

Table 20
Post Hoc Multiple Comparison Result by Sites

Group
Hours of Practice

M
Games-Howell

1

50.72

2
38.91
3
23.19
4
32.33
Note. For Groups: 1 = Campus; 2 = East region (youth);
3 = East region (senior); 4 = NE region (senior).
*Indicates significant group differences (p < .05).
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1

Group
2
3
*

4

This can be explained that students from the campus had to preach in front of
their small group every morning and to preach in front of the large group on most
weekends for feedback from their peers and faculty, thus, they spent more time in
practice; while in the East region (senior) site, students are senior pastors and more
experienced in preaching; thus, they spent the least hours in practice (M = 23.19).
Effectiveness Variables
Table 21 shows the mean and standard deviation of four different sites: (a)
Campus, (b) East region (youth), (c) East region (senior), and (d) NE region (senior) on
nine effectiveness variables: Training Materials, Learning Process, Mentoring Process,
Feedback Process, Evangelistic Preaching, Appeals, Authentic Evangelism, Evangelistic
Series Experience, and Preparedness for Future Evangelistic Meetings.
The assumption of equal variance-covariance matrices was not met (Box’s M =
246.66, F(135, 5495.25) = 1.11, p = .003). Thus, Pillai’s Trace was used as the
multivariate test. At α = .05, the MANOVA result indicate that there are no significant
site differences on the linear combination of the nine effectiveness variables (Pillai’s
Trace = .418, F(27,240) = 1.44, p = .08, η2 = .139). Approximately 14% of the variance in
the linear combination of effectiveness variables may be explained by differences in sites.
In order to control for Type I error inflation, a MANOVA analysis was performed
to examine whether there are differences in different sites on the nine effectiveness
variables. The Bartlett’s Test of Sphericity (χ2 = 812.81, df = 44, p < .001) suggests that
the correlation coefficients among the nine effectiveness variables are sufficiently large to
justify the use of MANOVA. Meyers et al. (2017) suggested that the variables be
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“correlated at least in the .20s or .30s and … no pair correlates higher than the low .70s”
(p. 807).

Table 21
Mean and Standard Deviation of Variables by Sites
Variables
Training Materials

Site
1
2
3
4
Total

n
31
11
27
21
90

M
4.38
4.20
4.25
4.61
4.37

SD
.55
.65
.54
.43
.54

Learning Process

1
2
3
4
Total

31
11
27
21
90

4.40
4.36
4.35
4.58
4.42

.51
.60
.52
.38
.50

Mentoring Process

1
2
3
4
Total

31
11
27
21
90

4.41
4.21
4.26
4.52
4.37

.48
.57
.39
.44
.46

Feedback Process

1
2
3
4
Total

31
11
27
21
90

4.41
4.47
4.37
4.56
4.44

.45
.47
.46
.40
.44

Feedback Process

1
2
3
4
Total

31
11
27
21
90

4.41
4.47
4.37
4.56
4.44

.45
.47
.46
.40
.44

Evangelistic Preaching

1
2
3
4

31
11
27
21

4.35
4.14
3.97
4.19

.62
.54
.49
.56
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Table 21—Continued.
Variables

Site
Total

n
90

M
4.17

SD
.57

Appeals

1
2
3
4
Total

31
11
27
21
90

4.46
4.20
4.23
4.46
4.36

.51
.41
.41
.47
.47

Authentic Evangelism

1
2
3
4
Total

31
11
27
21
90

4.25
3.98
4.06
4.29
4.17

.51
.58
.52
.35
.49

Evangelistic Series Experience

1
2
3
4
Total

31
11
27
21
90

4.29
4.05
4.22
4.51
4.29

.56
.43
.51
.41
.51

Preparedness for Future
Evangelistic Meetings

1

31

3.89

.65

2
11
3.44
.76
3
27
3.46
.79
4
21
3.67
.62
Total
90
3.66
.72
Note. 1 = Campus; 2 = East region (youth); 3 = East region (senior); 4 = NE region
(senior).

For Age Groups
An ANOVA analysis was performed to measure significant differences in the
hours of practice and a MANOVA analysis in the nine effectiveness variables between the
four age groups.
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Hours of Practice
Table 22 shows the mean hours students of four age groups spent practicing their
evangelistic sermons. Students between 21 to 30 had the highest mean hours of practice
(M = 53.83, SD = 47.10), students between 31 to 40 had the second highest mean hours
(M = 46.33, SD = 31.96), students above 51 had the third highest mean hours (M = 30.76,
SD = 28.76), and students between 41 to 50 had the least mean hours (M = 20.47, SD =
16.56).

Table 22
Mean Number of Hour of Practicing Sermons by Age Groups
Age Groups

n

M

SD

Between 21 to 30
Between 31 to 40
Between 41 to 50
Above 51

18
18
19
29
84

53.83
46.33
20.47
30.76

47.10
31.96
16.56
28.76

36.71

34.04

Overall

An ANOVA was performed to measure if there are any significant differences
between age groups on hours of practice in evangelistic preaching. This was done in an
indirect way by comparing between group variance with error variance. The hypothesis
was that there were no differences in four age groups: Between 21 to 30, Between 31 to
40, Between 41 to 50, and Above 51 on hours of practice in evangelistic preaching.
Table 23 shows the result of the ANOVA, which, at α = .05, showed that there are
significant differences (F(3,80) = 4.16, p = .01) among the four age groups in terms of the
number of hours of practicing sermons. Approximately 14% (η2 = .14) of the variances in
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hours of practicing sermons can be explained by differences in age groups. In the Levene
test, the Homogeneity of variance assumption was violated (F(3,80) = 7.70, p = .01),
Games-Howell was used to determine the nature of group differences.

Table 23
One-way Analysis of Variance Result by Age
Source
Hours of Practice

SS
Between 12980.60
Within
96151.14
Total

df

MS

F

p

η2

3

4326.87

4.16

.01

.14

80
83

1039.63

Table 24 shows the result of the post hoc multiple comparison procedure. This
result indicates that, there were significant differences between the age groups of: (a)
between 21 to 30 (M = 53.83), and between 41 to 50 (M = 20.47), and (b) between 31 to
40 (M = 46.33), and between 41 to 50 (M = 20.47).

Table 24
Post Hoc Multiple Comparison Result by Age

Group
Hours of Practice

M
Games-Howell

1

1
53.83
2
46.33
3
20.47
4
30.76
Note. For Groups: 1 = between 21 and 30; 2 = between 31 and 40;
3 = between 41 and 50; 4 = above 51.
*Indicates significant group differences (p < .05).
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Group
2
3
*
*

4

In general, students of the two youngest groups had lesser experience in preaching
and spent more time practicing their evangelistic preaching. In comparison, the age group
between 41 to 50 had more experience in preaching and spent lesser time in practice.
Effectiveness Variables
Table 25 shows that the mean and standard deviation of four age groups: (a)
between 21 to 30, (b) between 31 to 40, (c) between 41 to 50, and (d) above 51 on nine
effectiveness variables: Training Materials, Learning Process, Mentoring Process,
Feedback Process, Evangelistic Preaching, Appeals, Authentic Evangelism, Evangelistic
Series Experience, and Preparedness for Future Evangelistic Meetings.
In order to control for Type I error inflation, a MANOVA analysis was performed
to examine whether there are differences in different age groups on the nine effectiveness
variables. The Bartlett’s Test of Sphericity (χ2 = 809.04, df = 44, p < .001) suggests that
the correlation coefficients among the nine effectiveness variables are sufficiently large to
justify the use of MANOVA. Meyers et al. (2017) suggested that the variables be
“correlated at least in the .20s or .30s and … no pair correlates higher than the low .70s”
(p. 807). The assumption of equal variance-covariance matrices was assumed (Box’s M =
215.28, F(135, 12381.27) = 1.27, p = .019).
Thus, Wilks’ Lambda criterion was used as the multivariate test. At α = .05, the
MANOVA result indicate that there are no significant age-group differences on the linear
combination of the nine effectiveness variables (Wilks’ Lambda = .63, F(27, 228.44) =
1.44, p = .08, partial η2 = .14). Approximately 14% of the variance in the linear
combination of effectiveness variables may be explained by differences in age groups.
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Table 25
Mean Number (and Standard Deviation) of Variables by Age Group
Variables

Group

n

M

SD

Training Materials

1
2
3
4
Total

19
19
20
32
90

4.17
4.45
4.64
4.28
4.37

.58
.56
.47
.50
.54

Learning Process

1
2
3
4
Total

19
19
20
32
90

4.29
4.45
4.64
4.35
4.42

.53
.54
.40
.48
.50

Mentoring Process

1
2
3
4
Total

19
19
20
32
90

4.32
4.35
4.56
4.28
4.37

.46
.55
.46
.40
.46

Feedback Process

1
2
3
4
Total

19
19
20
32
90

4.30
4.47
4.62
4.39
4.44

.45
.45
.44
.41
.44

Evangelistic Preaching

1
2
3
4
Total

19
19
20
32
90

4.21
4.31
4.28
4.00
4.17

.59
.61
.56
.52
.57

Appeals

1
2
3
4
Total

19
19
20
32
90

4.29
4.45
4.50
4.26
4.36

.47
.51
.40
.48
.47
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Table 25—Continued.
Variables

Group

n

M

SD

Authentic Evangelism

1
2
3
4
Total

19
19
20
32
90

4.07
4.27
4.34
4.06
4.17

.59
.45
.48
.44
.49

Evangelistic Series Experience

1
2
3
4
Total

19
19
20
32
90

4.11
4.28
4.54
4.24
4.29

.57
.46
.54
.44
.51

Preparedness for Future Evangelistic
Meetings

1

19

3.73

.67

2
19
3.78
3
20
3.86
4
32
3.42
Total
90
3.66
Note. 1 = between 21 and 30; 2 = between 31 and 40; 3 = between 41
and 50; 4 = above 51.

.71
.70
.73
.72

For Pastoral Experience Groups
An ANOVA analysis was performed to measure if there are significant differences
in the hours of practice and a MANOVA analysis in the nine effectiveness variables
between the three Pastoral Experience groups.
Hours of Practice
Table 26 shows the mean hours students of different Pastoral Experience groups
spent practicing their evangelistic sermons. For students with no pastoral experience, the
mean hours of practice is 51.00 (SD = 23.80); for students with 1 to 9 years of pastoral

149

experience, the mean hours is 45.03 (SD = 40.60), and for students with 10 or more years
of pastoral experience, the mean hours is 29.07 (SD = 28.32).

Table 26
Mean Number of Hour of Practicing Sermons by Pastoral Experience
Groups
Pastoral Experience Group

n

M

SD

No experience
1-9 years
10 or more years

6
32
46
84

51.00
45.03
29.07
36.71

23.80
40.60
28.32
34.04

Total

An ANOVA was performed to measure any differences between different pastoral
experience groups on hours of practice in evangelistic preaching. This was done
indirectly by comparing group variance with error variance. The hypothesis was that
there were no differences in three pastoral experience groups: no pastoral experience, 1 to
9 years of pastoral experience, and 10 or more years of pastoral experience.
Table 27 shows the result of the ANOVA, which, at α = .05, indicated that there
are no significant differences (F(2,81) = 2.76, p = .07). Approximately 6% (η2 = .06) of
the variances in hours of practicing sermons can be explained by different pastoral
experience groups.
In the Levene test, the Homogeneity of variance assumption was violated (F(2,81)
= 3.15, p = .048), Games-Howell was used to determine the nature of group differences.
This result shows that there were no significant differences in hours of practice between
different pastoral experience groups.
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Table 27
One-way Analysis of Variance Result by Pastoral Experience
Source
Hours of Practice

SS

df

Between 6129.37
Within
90021.77
Total
96151.14

MS

2 3064.69
81
83

F

p

η2

2.76

.07

.06

1111.38

Effectiveness Variables
Table 28 shows the Bi-Variate Correlation between Pastoral Experience and
Effectiveness Variables, the results indicated that there was no statistically significant
correlation (p > .05) between the years of pastoral experience and all effectiveness
variables: (a) Training Materials (r = .11, p = .289), (b) Learning Process (r = .11, p
= .324), (c) Mentoring Process (r = .05, p = .657), (d) Feedback Process (r = .14, p
= .186), (e) Evangelistic Preaching (r = -.08, p = .431), (f) Appeals (r = -.03, p = .754),
(g) Authentic Evangelism (r = .06, p = .600), (h) Evangelistic Series Experience (r = -.19,
p = .068), and (i) Preparedness for Future Evangelistic Meetings (r = -.12, p = .255),
suggesting the mentoring program in terms of its effectiveness variables is equally
effective and helpful to all students, regardless of their previous pastoral experience.
Qualitative Results
In addition to the quantitative data, the survey asked five open-ended questions
and the participants provided short answers to those questions. The answers from the
participants and the three group interviews make up the qualitative data of this mixedmethods study. For the group interviews, I interviewed two faculty members (co-
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mentors) and four campus students, and a faculty (co-mentor) interviewed five students
from the NE senior pastors region.

Table 28
Bi-Variate Correlation between Pastoral Experience and Variables
Variable

SD

Pastoral Experience

2.46a

.64

1

b

.54

.11

4.42

b

.50

.11

4.37

c

.46

.05

5 Feedback Process

4.44

c

.44

.14

6 Evangelistic Preaching

4.17d

.57

- .08

7 Appeals

4.36c

.47

- .03

8 Authentic Evangelism

4.17b

.49

.06

9 Evangelistic Series
Experience

4.29c

.51

.19

1 Pastoral Experience
2 Training Materials
3 Learn Process
4 Mentoring Process

M
4.37

10 Preparedness for
3.66e
.87
-.12
Future Evangelistic
Meetings
Note. For means: a = years of pastoral experience.
b
1 = not helpful at all; 2 = not helpful; 3 = somewhat helpful; 4 = helpful; 5 = very
helpful.
c
1 = strongly disagree; 2 = disagree; 3 = not sure; 4 = agree; 5 = strongly agree.
d
1 = very little; 2 = little; 3 = some; 4 = much; 5 = very much.
e
1 = very poor; 2 = below average; 3 = average; 4 = above average; 5 = excellent.

I translated the interviews from Chinese to English for analysis, and an assistant
helped translate about five minutes of one interview. It is to compare if at least 80% of
the contents are the same as my translation and for me to remain objective. A sample of
the translations from both me and the assistant is found in Appendix G Sample
Translations.
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In the beginning of the interviews, I encouraged all participants to provide their
honest statements and experiences. When reviewing the qualitative data, a faculty
member who has experience in qualitative research helped review one question
independently to identify keywords, phrases, and ideas that emerged from the interviews
and compare with my analysis for clarification and discussion.
Experience of Public Evangelism
From Survey
In the survey, participants were asked to provide short answers to the following
question about their public evangelism experience: Describe the experience of your
public evangelistic series.
Several themes surfaced in the analysis of 90 respondents (see Table 29). The top
theme was Attitudes Changed (n = 57). It refers to the attitudes of the students changed
after conducting the reaping public evangelistic meetings. This can be seen by responses
such as “It increased my passion for soul winning” and “I was motivated to share the
gospel with faith,” “It increased my faith” and “I became more and more confident,” “I
was touched and filled with joy,” and “It changed my attitude toward evangelism.”
Another theme that emerged was Preparation and Performance (n = 39).
Respondents specifically mentioned that their practice, prayer, and preparation increased
their performance, results, skills, and knowledge. This can be seen by responses such as
“The preparation for public evangelism is important, such as prayers and practice for
evangelistic preaching,” “I prayed and became more skillful,” “We must have enough
preparation before the meetings, otherwise, it would affect the final results,” “Everyone
had unimaginable (good) performance and did a very good job,” “I had breakthroughs in
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performance,” “My skills were obviously improved,” “When I practiced a lot, I would
have better results,” “It enhanced my ability of preaching,” and “I had correct and
comprehensive concepts (knowledge) about public evangelism.”

Table 29
Public Evangelism Experience
Themes

n

Attitudes Changed

57

Preparation and Performance

39

Sermon Delivery

29

Results

24

God’s Power

23

Program

9

Team Work
3
Note. There are two codes that occur only once and cannot form a theme.

The third top theme is Sermon Delivery (n = 29). Respondents specifically
mentioned the interactions, materials, body language, voice, illustrations, and uplifting
Christ during sermon delivery. This can be seen by comments such as “We should have
interactions between speaker and congregation, the results would be better that way,” “I
have many ways of interacting with the guests, such as using my body language, my
voice, and illustrations, etc.,” “Remember the content of the message well, so I will have
more interactions with the congregation,” “Because we had the systematic PowerPoint
sermons, I had more confidence,” “When we have lots of body language, it would touch
many people,” “I have many ways of interacting with the guests, such as using my body
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language, my voice, and illustrations, etc.,” and “We should put Christ and Him crucified
as the center of the sermon.”
The fourth top theme is Results (n = 24). Respondents specifically mentioned the
appeals, decisions, and greater results, etc. This can be seen by comments such as “When
seeing the visitors hunger and thirst to seek God, and accepting Him in response to the
appeals, I am very thankful!” and “when compared to general meetings the public
evangelistic meetings have greater result.”
The first top four themes agree with the findings from the Survey Instrument. The
first theme Attitudes Changed generally affirms the survey question 16 on Evangelistic
Series Experience (M = 4.29, SD = .51), the second theme Preparation and Performance
affirms the question 10 on Learning Process (M = 4.42, SD = .50), the third theme
Sermon Delivery affirms the question 14 on Evangelistic Preaching (M = 4.17, SD = .57).
The fourth theme Results, its particular comments on Appeals, generally affirms the
question 15 on Appeals (M = 4.36, SD = .47).
From Interviews
The main question during the interviews was: Describe the experience of your
first public evangelistic series, such as the date, location, attendance, and preaching
experience, etc., and the three sub-questions are found in Appendix E.
In analyzing the group interviews, three obvious themes emerged. They were
Nervousness, Solutions, and Focus.
1. Nervousness: students were nervous, inexperienced in evangelistic preaching,
and unorganized. One student responded, “I was surely very nervous in my first
presentation, especially the time before preaching.” They were nervous because they
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were inexperienced. “Yes, I was nervous as I never preached doctrinal sermons before.”
This made them unorganized in their preaching, “In my first experience of preaching, I
was very nervous and things were messy and I could not manage and complete things.”
Many students had the same experiences, but the good news was they did a good job
later.
2. Solutions: students found different solutions to address to their nervousness.
One student said to remember the introduction well, “After delivering the first two slides,
I felt calm down.” The other said more practice, “I was nervous as I never preached
doctrinal sermons before. After preaching a few sermons, I became better.” One
emphasized on thorough preparation, “To overcome the nervous, you need to have
thorough preparation, then, leave it to God.”
The external help from the mentors and peer mentors also calmed their
nervousness. They offered words of comfort, “If I had to preach tomorrow, I would be
very nervous today, then I could not calm myself down. Chen Ying, is a good senior
student and knows how to comfort people;” words of guidance, “Chen Qiang also, just
sharing one sentence to help me understand the key point, and I lost my nervousness,”
and words of encouragement, “Pastor and Mrs Tsui continuously encouraged and
affirmed me, so I overcame my nervousness.”
In addition, students prayed. One student said: “Apparently, prayer is the most
powerful solution to nervousness,” and others concurred, “I prayed silently and
continuously,” and “I knew if I did not prayer, I would not be able to manage the stress.”
The solutions are summarized into three words: practice, mentor, and prayer.
First, help from God through prayer; second, help from others through mentor and peer
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mentors; and third, help from self through personal thorough practice. They are also the
keys to their successful preaching later on.
3. Focus: participants understood if they wanted to deliver the sermons smoothly,
they had to focus on the sermon's introduction and interaction with the congregation. One
student said, “I must think it through very clearly in the beginning, how to present the
first slide, how to do the opening remark and bring a closer relationship with the
congregation. This is important!” The other student emphasized the focus on God. She
said, “You are preaching for God, and nothing to be afraid of!”
The participants’ comments agree with the findings from the Survey Instrument.
In the second theme Solutions, participants emphasized thorough preparation, which
affirms the Survey Instrument question 10b on Active personal practice, and the help
from the mentor and peer mentors, which generally affirms the question 12 on Mentoring
Process (M = 4.37, SD = .46).
Greatest Moments and Benefits of That Experience
From Survey
In the survey, participants were asked to provide short answers to the following
question: What were some of your greatest moments and benefits of that experience?
Several themes surfaced in the analysis of 90 respondents (see Table 30). The top
theme was Feedback and Support (n = 51). Respondents specifically mentioned their
greatest moments and benefits were feedback they received from mentor and peer
mentors that gave them confidence, encouragement, and support, and also the feedback
they gave to their peers.
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Table 30
Greatest Moments and Benefits
Themes

n

Feedback and Support
Appeals and Responses
Practice and Performance
Mission and Prayer
Program and Method
Knowledge Gained

51
37
30
22
8
6

This can be seen by comments such as “The feedback from the teacher was very
beneficial,” “The authentic feedback from the teacher which lighted up my heart with the
fire for evangelism,” “My most unforgettable experience is that the teacher leading us to
do evangelism and had feedback in each sermon,” “The feedback from teacher and peers
are most helpful to me,” “I didn’t know what to preach, feeling bad and could not
continue. But, because of the mentor’s feedback, I got encouraged and comforted, and
picked up my self-confidence again.”
The second top theme is Appeals and Responses (n = 37). This theme was
identified with words about appeals, response, baptism, working of the Holy Spirit, etc.
This can be seen by comments such as “In one of my appeals, one sister didn’t plan for
baptism. But through the moving of the Holy Spirit, and the encouragement of the
teacher, she made the decision for baptism,” “Most benefit is knowing how to give
appeals continuously, and getting the skills in giving appeals,” “It was the appeals given
and saw the responses of the congregation by the Holy Spirit, and people repented. I
experienced the power and love of God,” “When seeing new souls joining the church, I
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was so thrilled,” and “That I saw the importance of evangelism, the moving of the Holy
Spirit. Unexpected results to see some people baptized due to evangelistic meetings.”
The third top theme is Practice and Performance (n = 30). This theme was
identified with words about body language, practice, performance, speech, and dress, etc.
This can be seen by comments such as “The active body language, from not used to it to
like it,” “Body language and dress up properly,” “Practice of evangelistic preaching
before people,” “First, body language. Second, my speech, sometime should be fast.
Third, during practice,” and “have certain ability (skills) in evangelism.”
The fourth top theme is Mission and Prayer (n = 22). This theme was identified
with words about evangelism, soul-winning, prayer, and passion, etc. This can be seen by
comments such as “The difficult part is to challenge the past understanding of
evangelism. Evangelism requires action, seeing the hope, challenging self and having
breakthrough,” “I saw the importance of evangelism,” “Leading people to know God,”
“My most unforgettable experience is all-night prayer meeting and the support from the
evangelism team,” “Seeking God’s help in all-night prayer meeting,” and “Most
unforgettable was praying every morning, it made me understand evangelism and the
power of reaping is from God not men.”
The first top four themes agree with the findings from the Survey Instrument. The
first theme, Feedback and Support, affirms the survey question 13 on Feedback Process
(M = 4.44, SD = .44) and questions 12b, 12c, and 12d on Mentoring Process (M = 4.37,
SD = .46), the second theme Appeals and Responses affirms the question 15 on Appeals
(M = 4.36, SD = .47) and question 12e Unexpected people responded to appeal for
baptism. The third theme, Practice and Performance affirms question 14 on Evangelistic
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Preaching (M = 4.17, SD = .57), and the fourth theme, Mission and Prayer, affirms
questions 18b through 18f on Dedication (M = 4.57, SD = .49).
From Interviews
The main question during the interviews was: What were some of your greatest
moments and benefits of that experience? There are five sub-questions to the main
question, which are found in Appendix E.
In analyzing the group interviews, three obvious themes emerged, and they were
Feelings, Feedback, and Training.
1. Feelings: students’ responses were full of negative feelings when they were
asked to practice evangelistic preaching in front of small and large groups. In the
beginning, they felt nervous; many said “very nervous.” One student was too nervous that
his “mind was blank,” he “could not remember the content” and felt “embarrassed.”
Another could not preach well, and it was “a great failure” to her that she was “so
frustrated.” Others described “it was a bad feeling, and I felt bad,” “I am not confident,”
“I have great pressure,” “I felt so discouraged,” and I felt “being looked down” and
labeled “incapable.”
The turning point to one student was that her roommate, who served as her peer
mentor, suggested that she preach in her strength, i.e., telling stories with emphasis in
tones and passion. Then, she became “confident and finished with a relative good
ending.” To others, it was adjusting their mindset that all feedback was good to them.
One student said, “We should have a preconceived mindset that all feedback is meant
something good to you,” then “you will readily and easily accept.” The other said, “when
you have a good state of mind and accept people’s perceptions on you, you will adjust
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yourself to the best, and put what you heard the best for you into the practice of
evangelistic preaching.”
2. Feedback: while their feelings were bad during feedback, when the mentor
affirmed and encouraged, then they would accept feedback readily. One student said she
was nervous, weak, and not good in all aspects, “but the teacher gave me encouragement,
so I thought I would be ok.” Another student also said the same thing, “I felt in Pastor
Tsui’s feedback he provided more affirmations. His goal was to encourage us, he would
correct things to us which I thought it was very helpful and an inspiration to us in
evangelism. When we received feedback, we were not afraid to hear our inadequacies
from the teacher, but wishing he would point out more of our inadequacies.”
Those who were once nervous, discouraged, panic, and frustrated in practice, after
accepting the feedback, said, “Feedback gives you some confidence in your heart that
you have the courage to stand before the congregation.” The other said, “I received lots
of encouragement in the feedback session, … I was more confident.”
Affirmation and encouragement are those two big words for mentors to help the
mentees overcoming their nervousness. Two co-mentors concurred this that it should first
start “with affirmation of what they are doing good, then with suggestions of
improvements.” So commendations come before recommendations.
Recommendations are suggestions for improvement and better performance. One
student had observed this; she said feedback had “the function of corrections. You have
learned, listened, and watched the video, but when you preach, more or less, you may
have something inadequate, or due to your nervousness, or in the real situation, there are
some inadequacies. So, through the feedback, it helps to correct us in our next
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preaching.” Another confirmed this function. He said, “The influence was great, knowing
the errors for improvement.”
Students recognized the feedback process was helpful to them; they had “great
enhancement.” For example, in sermon preparation, “After this training, when I prepare
the sermon, I feel the need to add some more information, to provide more connections in
the message and illustrations for improvement, to apply and connect the truth to living;”
in performance, “I would think back his feedback and my performance was enhanced”
and “eye contact is for interaction and better performance,” and “for future and present
ministry and commitment to God.”
3. Training: students expressed their great joy when sharing their greatest
moments and benefits of their evangelism experience due to the training program. (a)
From discouragement to confidence: A student said, “I felt so discouraged” at the
beginning of the training, but later she said, “I was confident and finished with a
relatively good ending.” (b) From immaturity to maturity: He was nervous and his mind
was blank, but later he said, “I had learnt mostly is that after this training, I became more
mature in the pulpit.” (c) From impossible to possible: She was not allowed to share on
the pulpit in her church, but became one of the best evangelists among hundreds of
mentees. She said, “One of the most unforgettable things was that I could share on
pulpit.” (d) From skipping feedback to enjoying feedback: He was a person without
confidence and wanted to skip the feedback. Later, he said, “this is important to go
through” the feedback session, and was his “most unforgettable experience.” (e) From
prayer to all-night prayer: He said the “Greatest moment was the all-night prayer
meeting, it was the greatest moment. Because we never had it before in Taiwan.” (f)
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Being uplifted: She was encouraged to participate in evangelism, she “felt being uplifted
in evangelism.” This is the most “unforgettable experience” that she was thankful for. (g)
Now I know: She knew she had to give appeals in preaching but did not know how. She
said, “I learned so much in the appeal process, using different appeals in different
contexts.” (h) Gift discovered: He said the mentor “encouraged me and asked me if I
found that I had the gift of evangelism. This is really and greatly encouraging to me.” (i)
Potential developed: She said, “I saw the potential of young people being developed.”
These three themes emphasized the role of the mentor, which is to help the
mentees to overcome their nervousness through encouragement and affirmation, and to
help their performance through commendations and recommendations, agree with the
Survey question 12 Mentoring Process (M = 4.37, SD = .46) and the question 13
Feedback Process (M = 4.44, SD = .44).
Was the Training Program Effective
From Survey
Table 31 shows the results of the survey. There were 89 respondents to this
question: 3 respondents (3.4%) say not so; 63 (71.9%) say effective; 13 (14.6%) indicate
effective, and 9 (10.1%) say very effective. A total of 86 respondents (96.6%) confirmed
that the training program was effective.
In the survey, participants were asked to describe the following question: Was the
training program effective? Please describe. Several themes surfaced in the analysis of 89
respondents (see Table 32). The top theme was Learning and Performance (n = 64). It
refers to students learning skills in evangelism, giving appeals, using body language, and
preaching, etc. Overall, their knowledge of evangelism increased. This can be seen by
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responses such as “knowing how to share so people can understand easily,” “Learning a
new way of evangelism,” “Learning different knowledge and preaching skills were
enhanced,” “Did not have appeals before, …. But during evangelistic meetings, I had a
strong desire of giving appeals, congregation would feel my passion and enthusiasm,” “It
helps the sermon design, body language expression not so dull. Overall, it is effective,”
and “I learned new experience of preaching.”

Table 31
Effectiveness of the Training Program
Effectiveness

n

%

Not so

3

3.4

Effective

64

71.9

Indicated effective

13

14.6

Very effective

9

10.1

Table 32
Description of Effectiveness of the Training Program
Themes

n

Learning and Performance

64

Desire for Future Evangelism

15

Impact on Churches

14

Confidence Increased

11

Understanding of Doctrines

5
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The second top theme is Desire for Future Evangelism (n = 15). This theme was
identified with words about passionate, enthusiastic, and motivated, etc. This can be seen
by responses such as “Every student became more passionate and skilful,” “The training
program was effective. For someone like me who have never done evangelism becomes
someone full of enthusiasm in evangelism,” “Through this evangelism training, my life
was lighted up and I use my life to influence other lives,” “After training, all students in
class started the evangelistic meetings in our churches,” and “It was most joyful when I
was motivated to become an evangelist and am willing to spend my life to serve people
and share the gospel of salvation.”
The third top theme is Impact on Churches (n = 14). This theme was identified
with words about the decision for Christ, baptism, response to appeals, guests, church
revival, etc. This can be seen by responses such as “seeing people accept the Lord,”
“when giving appeals, someone responded to it,” “It motivated many people to follow
Jesus,” “Baptisms increased obviously,” “God let us see the unexpected results,” “New
guests joining in each meeting,” “It resurrected and revived a church that did not develop
for seven years,” and “It increases the faith of church members and their service in
ministries.”
The fourth top theme is Confidence Increased (n = 11). This theme was identified
with words about confidence, courage, and faith, etc. This can be seen by responses such
as “My confidence and courage increased,” “The training brought me confidence through
practice,” “The training helped me to be courageous and boldness,” and “personal faith in
greatly increased.”
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The first top four themes agree with the findings from the Survey Instrument. The
first theme, Learning and Performance, generally affirms the survey question 14 on
Evangelistic Preaching (M = 4.17, SD = .57) and question 15 on Appeals (M = 4.36, SD
= .47), the second theme, Desire for Future Evangelism, generally affirms the question 17
on Preparedness for Future Evangelistic Meetings (M = 3.66, SD = .87), the third theme,
Impact on Churches, particularly comments on Appeals affirms the question 16e on
Evangelistic Series Experience (M = 4.29, SD = .51), and the fourth theme, Confidence,
affirms mostly from the findings of question 16.
The training program was obviously effective to the students. Their responses
indicated its effectiveness in terms of training materials, learning process, evangelistic
preaching, appeals, evangelistic series experience, and preparedness for future
evangelistic meetings, which provided some answers to the first research question.
It is worth mentioning that three students were particularly motivated to conduct
evangelistic series after training. Two students have each conducted 10 evangelistic
series, and one student has arranged his workers to conduct 56 evangelistic series. This
proves the training program was effective and motivating.
From Interviews
The main question during the interviews was: Was the training program effective?
There are five sub-questions to the main question, which are found in Appendix E.
In analyzing the group interviews, four obvious themes emerged. They were
Program and Materials, Mentoring and Feedback, Learning and Practice, and Results and
Impact. The comments from the participants agreed with the survey, that the training
program was effective.

166

1. Program and Materials: students mentioned the program and materials were
effective. The PowerPoint was particularly noteworthy. It provided a systematic outline
for the students to follow. To the point that “we did not deviate the materials, the theme.”
Yet, while it provided an outline, it also was a tool with which they practiced their
presentations. “One student said, “we need to read the PowerPoint all over when we get
it, and practice it ourselves.” However, practicing in this way was not about memorizing
the PowerPoint, but internalizing it. One student stated, “Our own understanding and
acquaintance of the PowerPoint is very important.” This appears to show a desire to
“own” the materials; make them part of themselves so that what they presented would be
authentic. As one student stated, “I feel that, as you say pastor, that the PowerPoint was
not prepared by me, but how to have the greatest result in our own understanding and
acquaintance of the PowerPoint is important.”
Students recognized the materials as complete, practical, and touching, “The
training materials are very good and complete, with scripts and video, health messages,
and four gospel skits. It is very complete.” They found using special music in appeals
would touch people, “I learned a lot, the songs and appeals that we did not have before.
But now, we give appeal in each preaching, that is really touching people.”
The evangelistic program also included health messages and gospel skits to attract
visitors. One student said, “The gospel skits were also touching people, that was really
practical and very good.” They found this doctrinal approach in evangelistic series with
the aim of reaping effective. One co-mentor said, “The materials contain complete Bible
doctrines, nine sermons covering all essential doctrines. It gives comprehensive
presentation in evangelistic meetings.” Another co-mentor added, “Yes, we can see it is
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effective. The materials were systematic Adventist doctrines, how to use doctrines to
evangelize, the result was obvious.”
When the presentations are comprehensive and covering the essential doctrines,
church leaders are more likely to accept the concept of baptism at the end of the series.
When appeals are touching people’s hearts, they will easily accept Christ and be
baptized. Another participant noted the training program was effective in terms of
baptism by saying: “Yes, absolutely. The obvious one is baptisms, seeing elderly and
younger people got baptized.”
2. Mentoring and Feedback: mentoring was viewed as effective because: (a) the
mentor cared and encouraged. One participant said, “When seeing you, he would ask how
your practice was, what do you think, and whether you need special help from me. Very
good indeed.” The other student said: “He encouraged us and helped us after the class….
That really motivated us;” (b) the mentor inspired. One student said, “I think it is his
evangelism style and spirit that really motivated us.” The other student agreed. She said,
“I observe how he preached, and I practiced preaching in the same way. To me, that is
more effective.” One student stated the importance of team mentoring, “Also, he and his
wife are a very good match. Music really inspired us.” In team mentoring, one
compliments the other to offer the best of mentoring; (c) the mentor instructed and
demonstrated. “The mentor did not just say how to do it, he demonstrated to you how to
do it step by step.” One student said, he “demonstrated by example on how to better
present it;” (d) the feedback was helpful because it reduced pressure and corrected
mistakes, “If without small and large groups feedback, we could not bear the pressure and
would make more mistakes during the evangelistic series” and improved performance,
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“We have the sermons (materials), but need feedback in order to know how to deliver it,
from the professional perceptions of the mentor.” As the “mistakes or errors were pointed
out during feedback in practice,” the mentor also gave specific comments on how to
correct them.
3. Learning and Practice: students emphasized different phases of the Kolb’s
learning cycle in their practice. One student imitated and practiced right away through
active experimentation. She said, “I observe how he (the mentor) preached, and I
practiced preaching in the same way. To me, that is more effective. I could not just read
the slides, but practice right away.” However, some preferred reflective observation first,
they read, jotted notes, and memorized by sections. They said, “When I practiced the
PowerPoint, … I would first write it on a notepad, … remember it well before
preaching,” “I divided the PowerPoint into three sections and practiced each section.
Then, finally connect the sections,” and “I would read every slide … until it is imprinted
in my mind.” During the small and large group practice, they observed more abstract
conceptualization and gathered concrete experience. One student expressed that the group
practice was like a rehearsal to the actual evangelistic meeting, and he gained “more
confidence.”
4. Results and Impact: students commented that the training program was “very
effective and helpful.” It “completely enhanced us in all aspects,” and it is a totally new
experience that “will not forget in life.” Overall, it helped students “understand the
doctrines better.” One student found its meaning in evangelism as he saw “elderly and
younger people baptized.” The other was so motivated and wanted to learn more. He
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requested, “If it is possible for Pastor Tsui to come again for training.” He wanted more
training in different aspects for better performance in future evangelistic series.
The four top themes affirm with the findings from different questions on the
Survey Instrument. The first theme Program and Materials affirms with question 9 on
Training Materials (M = 4.38, SD = .54), the second theme Mentoring and Feedback
affirms with question 12 Mentoring Process (M = 4.37, SD = .46) and question 13
Feedback Process (M = 4.44, SD = .44), the third theme Learning and Practice affirms
with question 10 Learning Process (M = 4.42, SD = .50), and the fourth theme, Results
and Impact, affirms question 14 Evangelistic Preaching (M = 4.17, SD = .57) and
questions 16a and 16e on Evangelistic Series Experience (M = 4.29, SD = .51).
How Well to Apply Lessons Learned in Evangelism
From Survey
In the survey, participants were asked to provide short answers to the following
question: How well have you been able to apply the lessons you learned during training
in the evangelistic meetings?
Table 33 shows the results and responses when respondents applying the lessons
learned during evangelism training. Out of 90 respondents, seven indicated they applied
the lessons learned with very good results, 35 showed good results, and 10 indicated good
responses.
In addition, two respondents indicated there were large baptisms as a result of
their evangelistic meetings. This can be seen by comments such as “Applied with very
good results, and the baptisms increased obviously. Without evangelistic meetings, there
were 40 baptisms per year on average, now with evangelistic meetings, the baptism
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reached 168 people,” and “Applied and very good result…. I made appeals three times,
about 150 people came forward, about 70 people were baptized.”

Table 33
Results and Responses
Results and Responses

n

Very good results

7

Good results

35

Good responses

10

Large baptisms

2

Table 34 shows the major themes from the analysis of 90 respondents. The top
theme was Evangelistic Preaching (n = 33). This theme was identified with words about
body language, expression, preaching, and voice, etc.

Table 34
Evangelism Applications
Themes

n

Evangelistic Preaching
Appeals
Engaging Congregation
Training Materials

33
31
20
17

This can be seen by responses such as “Applied with good result, such as body
language, this is what I did not have,” “My expression was not dull,” “Using the natural
body language, with authentic expression to present the truth,” “It was good. I was
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confident in preaching,” “Applied with good result. It enriches the content and style of
preaching, it is more attractive and inspiring and motivating to the congregation,”
“Applied. I would pay more attention to my voice and body language and expression,”
and “Applied. It improved my performance, and have power to present God.”
The second top theme is Appeals (n = 31). This theme was identified with words
about appeals, accept Christ, and baptism, etc. This can be seen by responses such as “the
appeals were important that made the congregation to make decision to follow Christ,” “I
gave appeals at the end of each sermon and would not be afraid,” and “The result was
good in final appeal. It helped some people to make decisions for Christ.”
The third top theme is Engaging Congregation (n = 20). This theme was identified
with words about the engaged and attracted congregation, people touched, and
impression, etc. This can be seen by responses such as “I used body language, eye contact
and appeals. All these helped the congregation to listen attentively and responded to the
final appeals,” “Applied. Very good. For example, using body language that brought
people to the actual scene,” “Many people are asking us when we will hold the
evangelistic meetings in our churches,” “Some people were invited by their relatives to
the evangelistic meetings, they were thinking just to listen, but at the end, they were
deeply moved and baptized,” and “Applied. Very good. The training from the mentor can
guide people in their thoughts, that they were touched in meetings.”
The fourth theme is Training Materials (n = 17). This theme was identified with
words about sermon content, PowerPoint, and illustration, etc. This can be seen by
responses such as “Applied. For example, PowerPoint and appeals. The responses were
positive,” “I must apply what I have learned, there was good result. For example, I used
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the PowerPoint which gave the congregation a direct impression, and especially when I
applied the illustrations, it touched people’s real life, they were touched.”
The four top themes affirm the findings from different questions on the Survey
Instrument. The first theme, Evangelistic Preaching, and third theme, Engaging
Congregation, affirm with the survey question 14 on Evangelistic Preaching (M = 4.17,
SD = .57), the second theme Appeals affirms with question 15 on Appeals (M = 4.36, SD
= .47), and the fourth theme, Training Materials, affirms question 9 on Training Materials
(M = 4.38, SD = .54).
From Interviews
The main question during the interviews was: How well have you been able to
apply the lessons you learned during training in the evangelistic meetings? There are
seven sub-questions to the main question which are found in Appendix E.
In analyzing the group interviews, two obvious themes emerged. They were
Christ-centered Sermons and Appeal. The Christ-centered sermons was an important
component of students’ evangelistic preaching. Students viewed the Christ-centered
sermons would soften the hearts of the congregation, make them touched, “Many people
were in tears and my dad was almost weeping,” and prepare the way for giving appeals,
“When we uplifted His love, it was the time to give appeal, toward the end of the
sermon.” Some emphasized that for sermons, “without Christ, it is not a sermon. We
cannot preach the sermon.”
The other theme was Appeal. Students seemed to be nervous and forgot to give
appeals during practice. However, in evangelistic meetings, they did not forget, “None in
my group forgot to give an appeal.” Students understood the importance of giving
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appeals; he invited the congregation to stand and felt good to see that. He said, “I felt this
was one of the most important part of the evangelistic series. If they didn’t stand up, my
efforts were in vain.” When describing their experience in giving appeals, one student
emphasized God’s love. She said, “At the last appeal you need to reach to their hearts,
that they feel they are sinner and how much God loves me.” The other emphasized the
observed reactions of the congregation and relying on the working of the Holy Spirit; he
said, “Actually before the appeal, it should be in the climax of the sermon, the time for
commitment. We need to see the reaction of the church and guests…. After the appeal, it
is to leave to the Holy Spirit how to lead the brothers and sisters to respond to the
appeal.” It was good to see students understand and practice the appeals. There is a
greater need to provide this training; one student observed, “I never saw appeals among
the Chinese at the end of preaching or evangelistic preaching.”
These two themes affirm with the findings from the Survey Instrument question
14 on Evangelistic Preaching (M = 4.17, SD = .57) and question 15 on Appeals (M =
4.36, SD = .37).
Suggestions for Future Evangelism Training
From Survey
In the survey, participants were asked to provide short answers to the following
question: Any suggestions would you like to make for the teacher to mentor students in
public evangelism in future?
There were 90 respondents, 17 of them indicated no suggestions as it seems good
enough to them. This can be seen by responses such as “No suggestions. I learned a lot,”
“The training was very lively and easy to understand. I learned a lot,” and “The
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evangelism training was bringing us great inspirations and help. I learned a lot personally.
I was motivated in the training. So, no more suggestions.”
Other respondents suggested future training, and several themes surfaced in the
analysis (see Table 35). The top theme was More training seminars (n = 35). This theme
was identified with words about more training seminars, more evangelistic meetings with
a mentor, train more people, and more time in training.
This can be seen by responses such as “Continue to have evangelism training
from the mentor, for better development of the Chinese ministries,” “To provide more
training opportunities like this one,” “Lead us to do evangelism elsewhere,” “The greatest
desire is, if possible, the mentor would lead us to do it again,” and “I think the teacher has
very rich evangelism experiences. But the time for training is too tight, that it is not
possible to teach all the skills within such a short time. To the students, we need more
time to understand thoroughly the message and to put it into practice.”

Table 35
Future Evangelism Training Suggestions
Themes

n

More training seminars
Contents and Topics
Skills and Knowledge
Others

35
22
15
3

The second top theme is Contents and Topics (n = 22). This theme was identified
with words about content, more topics, contextualized contents, postmodernism,
prophecy, and how to create evangelistic sermons, etc. This can be seen by responses
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such as “More new PowerPoint contents,” “Renewal of content and stories, to include the
needs of this times to make it more contextualized,” “Hope you would create a few more
sets of materials for different people,” “Include some content about postmodern,” “focus
on prophecy series,” and “Overall, the training was very good. A little suggestion is … to
create the sermons ourselves. That would be better.”
The third top theme is Skills and Knowledge (n = 15). This theme was identified
with words about skills, knowledge, and different styles, etc. This can be seen by
responses such as “Teach more knowledge in evangelism, especially the skills with
different cultures,” “organizing the evangelistic meetings,” “it would be better to develop
the style and chiasma of each student,” and “different evangelism style to different
people.”
The themes expressed the students’ desire for more training, and for better
preparedness for future evangelistic meetings. Thus, they affirm the findings from the
Survey Instrument question 17 on Preparedness for Future Evangelistic Meetings (M =
3.66, SD = .87). The themes also provide an answer as to why its mean is the lowest of
the ten effectiveness variables while the students’ knowledge and confidence increased,
their motivation increased and they felt inspired to conduct future evangelistic meetings.
From Interviews
The main question during the interviews was: Any suggestions would you like to
make for the teacher to mentor students in public evangelism in future? There are no subquestions to the main question.
In analyzing the group interviews, two obvious themes emerged. They were
Learning and Future Training.
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1. Learning: students mentioned they wish to learn more from the mentor. As they
saw the impact and experienced the joy of conducting evangelistic series, one student
said he wanted to “conduct an evangelistic series with him.” The other said, wanted “to
become his co-mentor.” Overall, they were “touched in his training by his evangelism
spirit. He was serious about training; he was detailed in his feedback in all aspects.” They
seemed to be satisfied with the training but wanted to learn more. One student said,
“Pastor Tsui did it perfectly, he was humble, I have nothing to say, but to learn from him
again.”
2. Future Training: students mentioned the need for more evangelism training in
topics such as evangelism style, more topics, design of sermons, giving appeals,
interactions with visitors, etc. This can be seen from comments such as “Each one’s
evangelism style is different, someone may feel uncomfortable with body language, their
style may not be very enthusiastic, but their preaching is touching,” “how to design
systematic evangelistic sermons,” “to train more topics,” “teach them how to do better
appeals and what a bad appeal is like. If the appeal is not good, might miss the
opportunity,” “the procedure of the evangelistic meetings, such as how to welcome, how
to interact with guests, so that they can have more experience.” Another suggestion was a
video set with better quality. One co-mentor suggested: “Video is good for those without
experience, can do better recording for the video sermon set for training.”
Those themes agree with the findings of the Survey Instrument question 17 on
Preparedness for Future Evangelistic Meetings (M = 3.66, SD = .87).
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Comparison of Quantitative and Qualitative Results
Table 36 shows the themes from the qualitative surveys. Those themes emerged
from the short answers to the survey open-ended questions and responses from the group
interviews.

Table 36
Themes of Qualitative Surveys
Open-ended Questions

Short Answers Themes

Interviews Themes

1. Describe the experience of
your public evangelistic series

1. Attitudes Changed
2. Preparation and
Performance
3. Sermon Delivery
4. Results

1. Nervousness
2. Solutions
3. Focus

2. What were some of your
greatest moments and benefits
of that experience?

1. Feedback and Support
2. Appeals and Responses
3. Practice and
Performance
4. Mission and Prayer

1. Feelings
2. Feedback
3. Training

3. Was the training program
effective?

1. Learning and
Performance
2. Desire for Future
Evangelism
3. Impact on Churches
4. Confidence Increased

1. Program and
Materials
2. Mentoring and
Feedback
3. Learning and
Practice
4. Results and Impact

4. How well have you been able
to apply the lessons you learned
during training in the
evangelistic meetings?

1.
2.
3.
4.

Evangelistic Preaching
Appeals
Engaging Congregation
Training Materials

1. Christ-centered
Sermons
2. Appeals

5. Any suggestions would you
like to make for the teacher to
mentor students in public
evangelism in future?

1. More Training Seminars
2. Contents and Topics
3. Skills and Knowledge

1. Learning
2. Future Training
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Table 37 shows the summary of the quantitative and qualitative surveys and
findings. The themes from the qualitative surveys match and agree with 10 effectiveness
variables on the mentoring program.

Table 37
Summary of Quantitative and Qualitative Surveys
Quantitative Survey

Qualitative Survey

Effectiveness Variables

Mean

SD

Short Answers

Group Interviews

Q9. Training Materials

4.38

.54

Q4ST4

Q3GT3

Q10. Learning Process

4.42

.50

Q1ST2

Q1GT2; Q3GT3

Q12. Mentoring Process

4.37

.46

Q2ST1

Q1GT2; Q2GT1;
Q2GT2; Q2GT3;
Q3GT2

Q13. Feedback Process

4.44

.44

Q2ST1

Q2GT1; Q2GT2;
Q2GT3; Q3GT3

Q14. Evangelistic
Preaching

4.17

.57

Q1ST3; Q2ST3;
Q3ST1; Q4ST1;
Q4ST3

Q3GT4; Q4GT1;
Q4GT2

Q15. Appeals

4.36

.47

Q1ST4; Q2ST2;
Q3ST1; Q4ST2

Q3GT4; Q4GT1;
Q4GT2

Q16. Evangelistic Series
Experience

4.29

.51

Q1ST1; ; Q3ST2;
Q3ST4

Q17. Preparedness for
Future Evangelistic
Series

3.66

.87

Q3ST2; Q5ST1;
Q5ST2; Q5ST3

Q18. Dedication

4.57

.49

Q2ST4

Authentic Evangelism

4.17

.49

Q5GT1; Q5GT2

Note. Authentic Evangelism effectiveness variable is formed from a combination of
questions 10b, 10c, 10g, 13g, 15b, 16g, 16h, 17c, 17e, and 17f.
Q1 = first open-ended question; Q2 = second open-ended question; Q3 = third open-ended
question; Q4 = fourth open-ended question; Q5 = fifth open-ended question.
S = Short Answers; G = Group Interviews.
T1 = first theme; T2 = second theme; T3 = third theme; T4 = fourth theme.
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The themes that match the Authentic Evangelism are not listed as this
effectiveness variable contains a combination of 10 different questions from five different
effectiveness variables. It is concluded that the quantitative and qualitative results
converge. Overall, the mentoring program was perceived as helpful and effective.
Summary of Findings
There were three major findings from the quantitative results and six major
findings from the qualitative results, a total of nine major findings. In analyzing the
qualitative results, 33 themes emerged (see Table 36) which were summarized into six
major findings. Those nine major findings are described below; the first three are from
the quantitative results and the last six from the qualitative results.
1. Participants rated the 10 effectiveness variables of the mentoring program
helpful: Training Materials (M = 4.38, SD = .54), Learning Process (M = 4.42, SD = .50),
Mentoring Process (M = 4.37, SD = .46), Feedback Process (M = 4.44, SD = .44),
Evangelistic Preaching (M = 4.17, SD = .57), Appeals (M = 4.36, SD = .47), Authentic
Evangelism (M = 4.17, SD = .49), Dedication (4.57, SD = .49), Evangelistic Series
Experience (M = 4.29, SD = .51), and Preparedness for Future Evangelistic Meetings (M
= 3.66, SD = .87) was perceived effective by the students (see Table 5). The overall
mentoring program was helpful to them (M = 4.27, SD = .69).
2. The overall mean hours of students from different sites practicing their
evangelistic preaching was 36.71 (SD = 34.04; see Table 18). The mean hours for campus
was 50.72 (SD = 41.92), East region (youth) was 38.91 (SD = 29.94), NE region (senior)
was 32.33 (SD = 27.65), and East region (senior) was 23.19 (SD = 23.79). T-test analysis
was used to measure group differences for gender, and ANOVA analysis was used for
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age, site, and pastoral experience groups. The results indicated significant differences in
hours of practicing evangelistic preaching between the campus and East region (senior)
sites.
3. Multivariate analysis of variance (MANOVA) was used to examine gender,
site, and age group differences on the linear combination of effectiveness variables, and
Bivariate correlation was used to examine the relationship between years of pastoral
experience and effectiveness variables. The mentoring program was perceived equally
effective in all sites, regardless of gender, age, and pastoral experience. There were no
significant differences between the groups.
4. Training materials: this finding is associated with themes of “Training
Materials” and “Contents and Topics,” which were identified with words about sermon
content, PowerPoint, and illustration, doctrines, and touching, etc. The PowerPoint
provided a systematic outline for students to follow and practice their presentations.
Participants found it effective and complete, the doctrinal sermons comprehensive and
effective. They requested more materials focusing on contextualization, postmodernism,
and prophecy.
5. Learning: this finding is associated with themes of “Focus,” “Skills and
Knowledge,” “Learning and Practice,” “Learning and Performance,” “Preparation and
Performance,” “Practice and Performance,” and “Future Training,” which were identified
with words about Kolb’s learning cycle, internalize, thorough preparation, practice,
performance, skills, knowledge, and future learning, etc. Students emphasized different
phases of Kolb’s learning cycle in their practice. They internalized the sermons and
emphasized active personal practice. They gained more confidence from group practice
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through thorough preparation. In the future, they requested to learn more from the mentor
for better development of the Chinese ministries, such as evangelism style, different
topics, design of evangelistic sermons, giving appeals, and interactions with visitors, etc.
One student wanted to learn more and offered herself to become the co-mentor. Students
specifically mentioned that their practice and preparation increased their performance,
results, skills, and knowledge.
6. Feedback: this finding is associated with themes of “Feedback and Support,”
“Feedback,” “Feelings,” and “Mentoring and Feedback,” which were identified with
words about nervous, affirmed, encouraged, confidence, correction, improvement,
response, baptism, working of the Holy Spirit, etc. Feedback was a big word to students
that they found themselves being affirmed and encouraged by the mentor. That would
help them from being nervous, discouraged, panic, and frustrated in practice. Then, they
could continue in the practice and pick up confidence. From the feedback, they knew how
to give appeals, were being corrected in evangelistic preaching, and thus, their
performance was enhanced. Students also specifically mentioned their greatest moments
and benefits were feedback they received from mentor and peer mentors that gave them
confidence, encouragement, and support, and also the feedback they gave to their peers.
7. Appeals: this finding is associated with themes of “Appeals and Responses”
Appeals,” and “Results,” which were identified with words about appeals, response,
baptism, working of the Holy Spirit, etc. Students saw the Holy Spirit worked through
appeals, people coming to the front for repentance, baptism, and unexpected people
joining the church in response to appeals. Students forgot to give appeals during practice
but not during evangelistic meetings. They understood the importance of giving appeals;
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if guests didn’t stand up in response to appeals, they thought their efforts were in vain.
Before giving appeals, they would first emphasize the love of God, observe the reaction
of the congregation, and rely on Holy Spirit. Overall, they saw greater results when
giving appeals and wish to learn more about it in future training.
8. Effective mentoring program: this finding is associated with themes of “Impact
on Churches,” “Confidence,” “Training,” “Desire for Future Evangelism,” “Attitudes
Changed,” and “Results and Impacts,” which were identified with words about decision
for Christ, baptism, church revival, confidence, courage, and faith, passionate,
enthusiastic, and motivated, etc. To the students, they expressed their great joy of their
evangelism training experience. They gained confidence, became mature, appreciated a
platform for them to serve, be uplifted, learning evangelism knowledge and skills, their
gift and potential developed, and understand the doctrines better. Moreover, their passion
was increased, and they were motivated to conduct evangelistic series after the
evangelistic meetings. They perceived the training program was very effective and
helpful, and they saw unexpected people baptized. After all, they wanted more training in
different aspects for better performance in future evangelistic series. In addition, some
students witnessed large baptisms in their meetings, and some students arranged 60 and
100 evangelistic series in their regions. This indicated the effectiveness and impact of the
mentoring program.
9. Evangelistic Preaching: this finding is associated with themes of “Sermon
Delivery,” “Evangelistic Preaching,” “Engaging Congregation,” “Skills and Knowledge,”
and Christ-centered Sermons,” which were identified with words about interactions,
materials, use of body language voice, expression, preaching, illustrations, uplifting
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Christ during sermon delivery, engaged and attracted congregation, and people touched,
etc. Students applied what they learned from the training in their evangelistic meetings.
They indicated their use of body language, expression, voice, and illustrations to engage
and attract the congregation. They uplifted Christ in their preaching and viewed the
Christ-centered sermons as as an important component of evangelistic preaching because
it would soften the congregation's hearts, especially before giving appeals. After the
evangelistic meetings, they wanted to learn more skills and knowledge in evangelism,
especially the skills with different cultures, organizing the evangelistic meetings, and
different evangelism styles to different people. They viewed prayer helped their
evangelistic preaching; to the campus students, it was all-night prayer meeting
particularly.
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CHAPTER 5
SUMMARY, FINDINGS, DISCUSSION AND CONCLUSIONS
Summary
One way to understand the genesis of the training program that is the focus of this
study is that it was an attempt to solve the long-standing issue of the lack of Adventist
Chinese evangelists. In 1999, after Dr. Carlos Martin conducted an evangelistic series in
Hong Kong with great success, Dr. Eugene Hsu, former General Conference Vice
President, said we need to have twenty Carlos Martins and train more Chinese
evangelists. There were no Chinese evangelists after Pastor Milton Lee in the 1960s, and
he was not even Chinese but an American born in China.
Also, if the mission of the church is to evangelize the world, how effective is
Taiwan Adventist College in training its students in evangelism? There was a need for a
mentoring program to help students become successful evangelists and be motivated to
do evangelism in the future. This study aimed to evaluate the methods used in the
mentoring program for developing Adventist Chinese evangelists.
The Mentoring Program to Train Chinese Evangelists
In 1999, my professor Dr. Carlos Martin came to my church to conduct a reaping
public evangelistic series. This was the first time I saw pubic evangelism worked among
Chinese. He did not just conduct the meetings, but wanted to train an evangelist for the
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Chinese. So, he mentored me to deliver one of his sermons in his evangelistic series. In
the following year, I conducted my first evangelistic series. Until today, I have conducted
109 series.
In the first ten years of my public evangelistic efforts, I involved many people in
my evangelistic meetings. They helped in different aspects of the evangelistic meetings,
but not preaching. They all enjoyed that they had a part in evangelism. However, I
observed greater joy among the people when I changed my strategy. Beginning in 2010, I
began mentoring my students to co-preach with me in evangelistic meetings. My
mentoring process was simple, I spent about 30 minutes going through the evangelistic
sermon with them and gave a brief critique of how they did.
In 2014, I began more serious about mentoring when I took a class on Leadership
Development and Mentoring. In 2015, I took three students to co-conduct three
evangelistic series in a row with me. I tried out a reaping evangelism model that worked
out well in those three cities.
The more I trained my students to do evangelism, the more I had a deeper sense
of a need for research in mentoring the young people in evangelism. In 2017, I launched a
Total Student Involvement initiative, I put all my efforts in training my students to
become effective evangelists. I introduced the Adventist Chinese Evangelism Model in
the mentoring program.
The Adventist Chinese Evangelism Model was based on a doctrinal approach,
presenting the Adventist doctrines that cover the 13 baptismal vows, with sermon
contents based on the Christ-centered Adventist doctrines and illustrations appealing to
the Chinese mind and giving appeals to people for accepting Christ and be baptized. This
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model was basically a reaping evangelism model, reaping the harvest of souls. The local
churches have to do some preparation work to prepare souls for baptism before the
evangelistic series. The aim was to double the number of decisions for baptism. For
example, if there was one person prepared for baptism when the evangelistic meeting
began, at the end, after presenting the doctrinal sermons and making systematic appeals,
the number of decisions for baptism was doubled, i.e., two people.
The mentoring program was based on the Five-phase Mentoring Model which I
will briefly describe.
Phase 1: Introduction. This phase introduced the importance of public evangelism,
its purpose, setup, training schedule, training contents, and other important details to
acquaint the future evangelists with the process of evangelism. During this phase,
students were provided the training materials: i.e., PowerPoint presentations with scripts
and videos of my evangelistic preaching.
Phase 2: Three-fold Growth. The model envisions three stages of growth in this
phase. First, Personal Growth, the stage that led students to develop and practice their
own evangelistic preaching. Second, Small Group Growth, the stage that required the
students to preach in front of their small group and receive feedback from their peers and
faculty mentor. Third, Large Group Growth, the stage that brought together all the small
group teams on most Friday evenings and Sabbath afternoons over four months to preach
in front of the combined groups along with the student body and receiving feedback. For
some this was a moment of truth since they had never preached in front of a large group.
Phase 3: Dedication. After the formal teaching and practicing times were
completed, we set aside a dedication ceremony and conducted an all-night prayer meeting
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two weeks before sending them off to conduct their first three evangelistic series. This
dedication service was created to encourage students to fulfill the mission.
Phase 4: Public Evangelism. After the dedication and prayer weekend, students
were sent off to do their evangelistic series just as the summer began. All teams
conducted three evangelistic reaping compaigns consecutively in three churches. They
were responsible for the actual conducting of the evangelistic meetings and the final
baptisms.
Phase 5: Celebration. After the evangelistic meetings, students of each group
came back to college at the start of the new school year to share their experiences in front
of the whole college.
This mentoring model had been refined over the years since I had started the first
training program for evanglists in 2010. Of particular interest for this study is the use of
several leadership and learning theories which influenced me to restructure the model
into its current form.
The leadership concept was based on Authentic Leadership, which includes four
components: self-awareness, relational transparency, internalized moral perspective, and
balanced processing of information. These components, when applied to evangelism
training, resulted in more “authentic evangelism.” Through self-awareness, we helped
students to be aware of their strengths and weaknesses through feedback. Emphasizing
relational transparency, we openly shared our thoughts and spoke “the truth in love” (Eph
4:15) about the strengths and weaknesses of their evangelistic preaching. To achieve
more balanced processing, students had to analyze all relevant data objectively, through
observing and analyzing others’ preaching or from feedback of others. Striving for an
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internalized moral perspective that gives moral power in evangelistic preaching, was
expressed particularly in giving appeals. Students had to confront people about their sins
and invite them to accept Jesus. This required the speakers to have the “spirit and power
of the message” to make direct appeals (White, 1915, p. 151). White (1971) argues that
this “spirit and power” is “moral power” (p. 28).
The learning concept included Active Learning, Experiential Learning, and Action
Learning. In our setting, we engaged students to form small groups in Active Learning.
Inside the group, the mentor and peers provided immediate and regular feedback for
students to enhance their preaching. In Experiential Learning, we applied the four stages
of Kolb’s learning cycle in evangelistic preaching: (a) In the “Reflective Observation”
stage, mentees took into consideration theirs and other's performance for comments or
feedback. (b) In the “Abstract Conceptualization” stage, they concluded and learned how
to improve their evangelistic preaching from the experience and explanation of others.
Then, they do it again in the (c) “Active Experimentation” stage, when they had personal
practice, memorized the notes, and watched the video. Then, they preached again in front
of others, which was the (d) “Concrete Experience” stage. Action Learning is learning by
doing. In our setting, we prepared students for action and had them practice.
Once the model had been refined I immediately sensed that the training program
had become very transformative. But how did students see their expeirnece. This is the
focus of this study. The purpose of this study was to evaluate the perceived effectiveness
of selected variables of a mentoring program for training Adventist Chinese evangelists.

189

Methodology
The research design used in this study was a parallel mixed methods design. This
design involved collecting a multiple-question survey, five open-ended questions from
students, and three groups of students and faculty interviews. All of them had participated
in the evangelism training and conducted evangelistic meetings.
In the quantitative survey design, I administered a survey designed by him to 100
students to see their perceived effectiveness of the mentoring program. In addition, we
collected the responses to appeals and the number of baptisms after evangelistic meetings
for analysis.
The research instrument (see Appendix D) contained 80 questions in three parts:
demographics, experience in the mentoring program, and open-ended questions,
measuring 10 perceived effectiveness variables of the mentoring program. The
questionnaire was tested for validity and reliability before use, and approval from the
Institutional Review Board was secured before data collection. Participants were asked to
fill out the surveys anonymously online.
The instrument's content validity was established in a rubric (see Appendix C)
which included the ten variables, conceptual definitions, operational definitions
(effectiveness indicators, salient features, or critical aspects), references, and survey
questionnaires.
The qualitative survey design was a multiple case study of three group interviews
to hear more voices for triangulation. The participants were four students from the
campus, five students from the NE region (senior), and two faculty members. All groups
represented a mix of gender, age, experience, and sites. The qualitative research question
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and sub-questions (see Appendix E) were designed to be open-end questions. The
interviewers did not impose any answers and let the interviewees share naturally and
comfortably. The interviews were taped, and a backup copy was kept on another external
hard drive.
In the end, I wrote the overall case narrative with a detailed and thorough
description of the emerging story of the participants. This study used a narrative for this
multiple case study with no separate discussion of each case, but an overall cross-case
analysis. The themes developed from this study are displayed in Table 36.
Major Findings
There were nine major findings in this study. The first three findings were from
the quantitative results and the last six from the qualitative results.
First, the mentoring program was perceived as helpful and effective.
Second, there were significant differences in the practice hours of evangelistic
preaching between the campus and East region (senior) sites.
Third, the mentoring program was equally effective in all sites, regardless of
gender, age, and pastoral experience.
Fourth, the feedback process was rated most helpful compared to other variables;
students found themselves encouraged and affirmed, which gave them confidence to
practice in front of groups; thus, their performance was enhanced.
Fifth, the training materials were considered helpful, complete, comprehensive,
and effective by the students, providing them with a systematic outline to follow and
materials to practice.
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Sixth, the learning process was helpful, particularly the large group practice,
which gave students opportunities to observe, learn, practice, and preach in a semipublic
setting, increasing their performance, skills, and knowledge.
Seventh, students applied what they learned in evangelistic preaching and found
the body language and expression of voice were important to engage and arouse the
congregation.
Eighth, when students shared the love of Christ before giving appeals, they found
that it was effective and led to increased baptisms.
Ninth, overall, they found that the mentoring program had been effective and had
resulted in a great impact on the church.
Discussion of Findings
This section discusses the findings of this study, examining the perceptions of the
participants on the effectiveness of the mentoring program. This discussion focuses upon
the findings from the survey to both research questions, and the themes from the openended questions and group interviews. I observed several salient points that traversed
several themes that are summarized as follows.
Evangelism Model was Effective
The top finding of the study confirmed that the evangelism model itself was
effective. This reaping evangelism model was based on a doctrinal approach, with Christcentered Adventist doctrines and effective preaching demonstrated in appeals to invite
people to accept Christ and be baptized. It contains three effectiveness variables, i.e.,
Training Materials, Evangelistic Preaching, and Appeals.
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In the beginning, students had no experience with this reaping evangelism model,
and the faculty did not expect good results. After the evangelistic meetings, their
perceptions changed. One faculty said, “Faculty and students cannot be too subjective
that doctrinal sermons that are not suitable for churches…. If we prepare well for
doctrinal series, and good ground work is done by local churches, we could see good
results.”
Students’ perceptions changed as well. They rated public evangelism an effective
way to share the gospel (M = 4.39, SD = .63; see Table 14). Their motivation, knowledge,
confidence, inspiration, hope, and resiliency in public evangelism were increased (see
Table 13). They rated the training materials helpful (M = 4.38, SD = .54; see Table 6) and
indicated that their evangelistic preaching had improved in many respects (M = 4.17, SD
= .57; see Table 10).
Chinese pastors do not generally give appeals; students had a limited idea about
giving appeals. When students determined to give appeals in evangelistic series, they saw
how the Holy Spirit worked in a powerful way. One student said, “We were surprised. We
wept and were so inspired, seeing so many people come forward.” The other said, “When
we gave appeals, we felt that the Holy Spirit filled the congregation. Appeals attracted
people to accept Christ easily. Thus, the baptisms increased.”
When churches saw the students' performance, presentations with appealing
illustrations and sound doctrines, and more importantly, that people came forward for
baptism in response to appeals, their perceptions also changed. They saw this reaping
evangelism model was working and effective. One student said, “We grew a lot, our
church appreciated it so much.” The other said, “We were so inspired, seeing so many
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people come forward, we could not stop weeping, including those people up front in the
stage.”
Mentoring Program was Effective
There were two research questions in this study. The first one was: What is the
effectiveness of the mentoring program in terms of training materials, learning process,
mentoring process, feedback process, evangelistic preaching, appeals, authentic
evangelism, dedication, evangelistic series experience, and preparedness for future
evangelistic meetings?
The quantitative results show that participants rated the 10 effectiveness variables
of the mentoring program helpful (see Table 5). The themes from the qualitative results
matched and agreed with the 10 effectiveness variables on the mentoring program (see
Tables 36, 37). The qualitative and quantitative results converged, provided mutual
confirmation and conclusions that the mentoring program was effective.
Table 3 provides another piece of data beyond the quantitative and qualitative
results. It shows the effectiveness of the mentoring program in terms of baptisms. All 100
students were divided into teams and co-conducted the evangelistic series at different
places. Altogether, they conducted 102 evangelistic series with 13,772 people attending.
The evangelistic series were reaping events in nature, building on the fact that churches
had done some preparation work to prepare souls for harvest. In fact, the churches
secured decisions for baptism from 1,127 candidates for baptism before the evangelistic
meetings started. However, the statistics show that 2,178 people actually responded to the
appeals for baptism, a number 93% higher than the candidates prepared and committed
for baptism and expected to respond to these appeals, or an additional 1,051 people.
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Thus, at the end of the evangelistic meetings, 1,856 were baptized, which is 65% higher
than the candidates prepared and committed for baptism, or an additional 729 people.
In other words, if churches did not have evangelistic meetings, their baptismal
candidates would be those who were prepared and committed to be baptized before the
arrival of the students. It can be concluded that the evangelistic meetings went well and
the students did a good job in evangelistic preaching, particularly in giving appeals. All
these results indicated that the evangelism model worked and that the mentoring program
effectively trained students to become evangelists.
The impact of the mentoring program was great to students. They were motivated
and encouraged all along to become effective evangelists. It was during the mentoring
process (M = 4.27, SD = .68; see Table 8) and feedback processes (M = 4.42, SD = .52;
see Table 9), the all-night prayer session (M = 4.58, SD = .50; see Table 13), and in
evangelistic series (M = 4.18, SD = .63; see Table 14). While one student planned to
conduct 20 evangelistic series a year after graduation, others had already arranged their
workers to conduct 60 and 100 evangelistic series in their regions for the following two
years. While one student witnessed 70 baptisms in his evangelistic series, the other had
186 baptisms, which tripled the average of 40 baptisms per year. One student locked
herself in a room after the evangelistic meetings, crying aloud for a few hours, for she
could not believe the miracle of 23 baptisms in her evangelistic meetings, whereas there
had been none for the previous seven years. The whole church was revived!
In the survey, 96.6% of the respondents indicated that the training program was
effective for them (see Table 31). Their responses indicated how strongly they felt that
the training program had been effective for them. They said: “The training program was
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effective. For someone like me who has never done evangelism [and now] becomes
someone full of enthusiasm in evangelism,” it “completely enhanced us in all aspects,”
“After training, all students in class started the evangelistic meetings in our churches,”
and “I was most joyful that I was motivated to become an evangelist and am willing to
spend my life to serve people and share the gospel of salvation.”
The impact to churches was also great. This can be seen from responses such as
“Baptisms increased obviously,” “God let us see the unexpected results,” “New guests
joining in each meeting,” “It resurrected and revived a church that did not develop for
seven years,” and “It increases the faith of church members and their service in
ministries.”
Mentoring Program was Equally Effective to All Groups
The second research question was: Is effectiveness related to site (campus versus
extension sites), gender, age, and years of training as a pastor?
Multivariate analysis of variance (MANOVA) was used to examine gender, site,
and age group differences on the linear combination of effectiveness variables. Bivariate
correlation was used to examine the relationship between years of pastoral experience
and effectiveness variables. All the quantitative results indicated that there were no
significant differences between different sites, gender, age groups, and pastoral
experience groups. The mentoring program was perceived equally effective to all groups.
The quantitative results indicated no significant group differences. On the other
hand, the qualitative results did not provide any insights on this because this question was
not in the qualitative protocol. At first, I thought the campus students would rate the
mentoring program more effective than other sites as they had privileges that other sites
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did not have, such as the mentor and co-mentors spent more time practicing with them
and they had joined the dedication ceremony and all-night prayer meeting that could not
be arranged for other sites. I also thought those with more pastoral experience would rate
the mentoring program more effective than others, but it was not the case.
One observation could be that the concept of the reaping evangelism model was
new to all groups, i.e., preaching the Adventist doctrines, making appeals, and having a
baptism at the end of the meetings. So, they all perceived the program as effective. The
other observation could be that ministers usually appreciated training seminars and
materials; when they saw the materials were nicely done, effective, and produced
unexpected results, they all rated the mentoring program as effective. One more
observation is that there are no gender differences in the churches. Male pastors and
female pastors both carry equal and heavy responsibilities. In reality, there are more
female pastors in the ministry and they are considered as capable as male pastors. Many
are leaders of great churches are led by female pastors. One student had this observation;
he said the method, materials, and mentor were the same for all sites, very likely the
results would have the same effectiveness; the difference may be more likely the number
of baptisms.
Feedback was the Key to Effective Mentoring
Feedback was a big word for the students, and it was rated the highest among 10
effectiveness variables (M = 4.44, SD = .44; see Table 5), i.e., students found feedback
most helpful aspect of the overall mentoring program. Students rated feedback: affirmed
their performance (M = 4.33, SD = .54; see Table 9), was positive critiques, not negative
criticism (M = 4.37, SD = .57; see Table 9), helped them to learn about their strengths
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and weaknesses (M = 4.57, SD = .50; see Table 9), and improved their preaching (M =
4.53, SD = .52; see Table 9). At the end, they accepted the feedback readily and easily (M
= 4.51, SD = .50; see Table 9).
Students found encouragement and affirmation from feedback. Some students
remembered that, “the teacher gave me encouragement, so I thought I would be ok.”
Another student said the same thing, “I felt in Pastor Tsui’s feedback, he provided more
on affirmations. His goal was to encourage us, he would correct things to us which I
thought it was very helpful and an inspiration to us in evangelism. When we received
feedback, we were not afraid to hear our inadequacies from the teacher, but wishing he
would point out more of our inadequacies.”
As a result, it gave students the confidence to continue the practice. One student
said, “I received lots of encouragement in feedback session, … I was more confident.”
The other said, “Feedback gives you some confidence in your heart that you have the
courage to stand before the congregation.” At first, it looked hard to provide feedback in
a culture that disapproved of public criticique. The mentor started with psychological
support first, i.e., encouragement and affirmation, to students, then they were readily and
easily to accept the feedback for corrections and improvement.
One student has noticed the feedback has the function of corrections. She said,
“You have learned, listened and watched the video, but when you preach, more of less
you may have something inadequate, or due to your nervousness, or in the real situation,
there are some inadequacies. So, through the feedback, it helps to correct us in our next
preaching.” Another confirmed this function, he said, “The influence was great, knowing
the errors for improvement.”
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Once they accepted it, it was surprising to hear one student’s comment during the
interview. She preferred to have more brutal feedback. She said, “We are students, we
want to be good students, and want to serve the Lord better in future, so I would want the
mentor to give us brutal feedback, and we will learn more from him.”
Feedback was not just a big word to students, but a key to success. Thus, it
became the key to successful mentoring.
Limitations
Good mentoring is a very time-consuming exercise, and time was surely a
constraint in this project. Students from the campus definitely had advantages over those
from extension sites, as all the co-mentors lived in the campus, and the training for them
lasted four months with daily and weekly feedback, while the extension sites had only
two intensive weeks with the mentor.
Human resources were a limitation to extension sites because the mentor was the
only person mentoring them. Unlike the campus group, they were divided into teams of
four, and one co-mentor led each team.
Another limitation was preparation work from the local churches. Many churches
have not conducted reaping public evangelism before; they had a limited idea how to
prepare the church for it. It would limit the groundwork to be done before the meeting
and the results of reaping. One more limitation would be that some pastors who had no
experience in public evangelism might tend to reject this reaping evangelism model.
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Conclusions
The conclusions are full of good news. First, the reaping evangelism model
worked positively for Chinese churches even with the evangelistic series being conducted
by inexperienced student evangelists; it produced 1,875 baptisms (see Table 3). Second,
the mentoring program was perceived effective and it was effective in all sites, regardless
of gender, age, and pastoral experience, demonstrating that the mentor does not need to
worry about using different strategies to meet the needs of different groups. The
mentoring program motivated many students to do evangelism. One student was
motivated to arrange 60 evangelistic series in his region. Another student was motivated
to arrange 100 evangelistic series. It was thrilling to hear that one student baptized 186
people in her evangelistic series; three times the average of 40 baptisms per year in her
area. It was more thrilling to hear that another student baptized 23 people in her series
whereas there were no baptisms in that area for the past seven years.
Third, trust that the young and inexperienced students when they are properly
trained, can do a mighty work for God. It was exciting to see one student who did poorly
in practice, become an outstanding evangelist. It also thrilled me to see one student who
outperformed me in some areas. Yes, outperforming a gifted mentor who has conducted
more than 100 evangelistic series around the world. A Chinese saying goes, “In the
Chang Jiang River the waves behind drive on those before,” meaning the new generation
excels the last one.
Fourth, this study summarizes my 21 years of public evangelism from being a
mentee, to becoming a mentor, and now a successful mentor. As part of this study, I have
trained 100 students to become evangelists, followed by another 122 students, making a
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total of 222 students. I now feel that I can retire since I have raised the next generation of
evangelists.
Fifth, it turned my mentoring method upside down. Before, I was training
“talented potential young people” to become evangelists, now I am training “seemingly
incapable young people” to become effective and enthusiastic evangelists. There may be
two underlying reasons why I was able to witness such success among my students: First,
I trusted them; second, this study changed me.
Recommendations for Practice
The Adventist Evangelism Model has been tested widely and revised many times
over the past twenty years and proven effective in soul winning. Students perceived the
structure and materials in the evangelism model to be good and helpful. However, the
training was taken to a new level when I intentionally applied better learning and
leadership principles. For example, experiential learning focuses on real-life practice and
skill development backed up with conceptual foundations that emerging leaders can learn
to apply to different situations appropriately.
I have the following recommendations for practice:
First, to church administrators. The Adventist church somehow is failing in
leadership development and multiplication. We are reaping what we sowed five or ten
years ago. The church needs to invest more resources, devise effective methods, provide
tested and effective materials, and recruit capable trainers, to intentionally train up the
next generation of leaders and evangelists.
Second, to departmental directors. One of the main responsibilities of
departmental directors is training. The current weekend training seminars are good but
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not effective enough for greater impact. There is a need to offer more in-depth, lengthy,
and effective training seminars with good and tested materials. Those seemingly
incapable church members may be trained to do a great work for God through the
encouraging and affirmative feedback from the trainer.
Third, to teachers. The traditional learning methods for students are passive. If
students are more engaged in Active Learning and Experiential Learning, they will be
enthusiastic in learning. If plans are set up in action learning, having them do some
projects for God will make them feel worthy of learning. The teaching methods can be
changed from teacher-centered (passive learning), to student-centered (active learning),
and then God-centered—serving God as the ultimate educational outcomes.
Fourth, to students. Students can serve as co-mentors or peer mentors in different
training and events, and the study has proven they can play an important role in training.
By modeling supportive peer mentoring in the training, students are set up for long-term
success.
Finally, to researchers. Research is hard work, but it is worth it. I have a lot of
successful experiences in evangelism, but this field research has enhanced my work,
taking me up to a higher and more successful level in evangelism. When the theories are
integrated with experiences, practically implemented in a real-life setting, and produce
fruitful results, this is the great power in field research!
Recommendations for Future Research
First, this study demonstrated a marked improvement in the effectiveness of
training evangelists by applying key leadership and learning concepts. Administrators
often complain about a lack of leadership talent in their fields. Since the development of
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church leaders and evangelists both aims at making influence effective for God’s
kingdom, future research is needed to explore if the application of a modified mentoring
model for church leaders would yield similar results.
Second, developing co-mentors is a great need. One day I shall retire, who will
continue to carry on the mentoring program of developing effective workers for the
church? In addition, peer mentors were also found to be helpful in the mentoring
program. More research is needed on how to develop effective mentors and peer mentors
in the context of training evangelists and leaders.
Third, the church is conducting many training programs for evangelistic and
administrative leaders. It is assumed that such programs are effective even though for
most programs there are no measurable outcomes. Thus there is a great need for more
accountability and research to document the effectiveness of different training programs
in the church. Leaders responsible for planning such programs should not shy away from
evaluating actual effectiveness because the Lord of the Harvest expects our best.
Epilogue
I am proud to be the main mentor of this training program. It demonstrates the
effectiveness of our college program in training evangelists. It also provides a solution to
the long-standing issue of the lack of Adventist Chinese evangelist. When we trust our
young people and put all the resources necessary in developing them, they can be trained
to be effective workers for God.
I saw with my own eyes, that seemingly incapable young people can be trained as
effective and enthusiastic evangelists. And an inexperienced young student can even
outperform the experienced mentor in some aspects of evangelism. Since I launched this
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mentoring program four years ago, I have trained a total of 222 students to become
evangelists, they have conducted 348 evangelistic series with 3,348 baptisms. Mentoring
is a remarkably powerful tool!
Finally, I use an illustration from the 2021 Tokyo Olympics to conclude my study.
Among all the Tokyo Olympics winners, the Chinese athlete Quan, Hongchan received
most attention from China. Quan scored two perfect 10s and broke the record at 466.20
points in the women’s 10-meter platform. Yet, she was only 14, the youngest athlete in
the Tokyo Olympics. Someone attributed her success to her coach, others attributed it to
her talent. But to Quan, it was her practice. Dive after dive, her practice moved her
toward diving perfect. I believe both the coach and practice matter. Her coach first trusted
her to represent the country at such young age and then provided her with effective
training. She herself had to practice to make it perfect.
Training the inexperienced and experienced church workers to become effective
evangelists is the same. It takes the mentor’s trust in them, and the effective mentoring
and learning process. All of these contribute to their becoming more effective in their
evangelistic preaching and thus with fruitful results. Amen!
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APPENDIX A

TRAINING SEMINARS AND MANUAL
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TRAINING SEMINAR MANUAL
Date of Evangelistic Meetings:
July 2-23, 2017
Training Timetable:
March 3
March 4
March 11
March 17
March 18
April 8
April 14
April 15
April 22
May 20
May 26
May 27
June 3
June 16
June 17
June 24-25

(Fri)
(Sat)
(Sat)
(Fri)
(Sat)
(Sat)
(Fri)
(Sat)
(Sat)
(Sat)
(Fri)
(Sat)
(Sat)
(Fri)
(Sat)
(Sat/Sun)

18:30-20:30
14:00-17:00
14:00-17:00
18:30-20:30
14:00-17:00
14:00-17:00
18:30-20:30
14:00-17:00
14:00-17:00
14:00-17:00
18:30-20:30
14:00-17:00
14:00-17:00
18:30-20:30
18:30-20:30
23:00-06:00

Topics
1. The Lord Behind the Universe
2. The Way to Happiness
3. The Last Night on Earth
4. How to have Peace of Mind
5. Ten Minus One Equals Zero
6. The Other Side of Death
7. Adam’s Mother’s Birthday
8. Why So Many Denominations
9. How to Live Longer
10. Heavenly Worship/other topic

Orientation; evangelism plan; topics
Terry Tsui sharing #1-2 presentations
Terry Tsui sharing #3-4 presentations
Terry Tsui sharing #5-6 presentations
Terry Tsui sharing #7-9 presentations
Large group critique on #1-3 presentations
Large group critique on #4-5 presentations
Large group critique on #6-8 presentations
Large group critique on #9 presentation
Large group critique on #1-3 presentations
Large group critique on #4-5 presentations
Large group critique on #6-8 presentations
Critique of the gospel skit
Large group critique on #9 presentation
Training on evangelism songs
All-night prayer meeting

Contents:
Creation
Jesus; Bible
Signs; Heaven
Sin; Salvation
Ten Commandments
Death
Sabbath and its change
Remnant Church; Spirit of Prophecy; Baptism
Stewardship: time; talents; treasures; and
temple of the Spirit
Four aspects of heavenly worship
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Daily schedule:
Time
9:00-10:30
10:30-10:40
10:40-12:00
12:00-14:00
14:00-15:30
15:30-15:40
15:40-17:00
17:00-18:30
18:30-20:00

Day 1
1st topic
Break
nd
2 topic
Lunch/Break
3rd topic
Break
4th topic
Dinner/Break
Training #1

Day 2
5th topic
Break
6th topic
Lunch/Break
7th topic
Break
8th topic
Dinner/Break
Training #2

Day 3
9th topic
Break
10th topic
Lunch/Baptism
Training #3
Break
Training #4
Dinner/Break

Time Schedule:
Program
Song Service
Opening prayer/welcome
Health message
Special music
Gospel skit
Gospel message
Appeal song/appeal

Odd session—90’
15’
5’
10’
5’
-45’
5’

Even session—80’
5’
5’
10’
5’
5’
45’
5’

Responsibilities:
Evangelism team
1. 10 gospel messages
2. 8 health messages
3. 4 gospel skits
4. 10 appeal songs/appeals
5. 4 training topics
6. PowerPoint reports with statistics

Local church
1. Prepare baptismal candidates
2. Arrange persons for opening
prayer/MC
3. Arrange song service
4. Arrange special music
5. Arrange pastor/elder for baptism

5 Stages of Evangelism:
The following stages of evangelism are adapted from Finley (2013).
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1.
2.
3.
4.
5.

Revival (prayer meeting, prayer list, prayer bands)
Community service (health, visitation)
Training (different groups for evangelism)
Reaping evangelistic meeting
Follow up/nurture

Follow up/Nurture of New Believers
The following nine principles for nurturing the new believers are based on the Bible and
the writings of Ellen G. White. They are: (a) teach them grow spiritually; (b) repeat the
truth second time; (c) teach new believers a better lifestyle; (d) practice the visitation
plan; (e) care the new believers; (f) the guardianship plan—Caring Angel; (g) invite new
believers to join the social circle of the church; (h) bring them to worship God in church;
and (i) invite them to join the soul winning group.
後繼牧養九大原則：
1. Teach them grow spiritually 教導他們屬靈成長
a.

Give them devotional books (Patriarchs and Prophets, Great Controversy,
Desire of Ages, Daniel and Revelation)
給靈修書籍 (先祖與先知，善惡之爭，歷代願望，但以理/啟示錄)
1) “Patriarchs and Prophets and Great Controversy are books that are
especially adapted to those who have newly come to the faith, that they
may be established in the truth” (White, 1946, p. 366).
「《先祖與先知》及《善惡之爭》二書，對於那些新近接受真道的
人特別適用，使他們可在真理中建立。」─《佈道論》，原文第 366
頁。
2) “In Desire of Ages, Patriarchs and Prophets, Great Controversy, and
Daniel and the Revelation, there is precious instruction. These books must
be regarded as of special importance, and every effort should be made to
get them before the people” (White, 1946, p. 366).
「在“《歷代願望》、《先祖與先知》、《善惡之爭》，與但以理及
啟示錄”等書中，都有寶貴的指導。這些書我們應當看是特別重要的
資料，並盡每種力量使之呈現在教友們之前。」─《佈道論》，原文
第 366 頁。
3) “I has been revealed to me that there is among our people a great lack of
knowledge in regard to the rise and progress of the third angel’s message.
There is great need to search the book of Daniel and the book of
Revelation and learn the texts thoroughly, that we may know what is
written” (White, 1946, p. 363).
「在本會的人中十分缺乏關於第三天使信息興起及進展的知識。我
們十分需要查考但以理書及啟示錄書，徹底明白其內容以便知道所
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寫的是什麼。」─《佈道論》，原文第 363 頁。
b.

Share personal devotional life 分享個人靈修生活
1) “Upon all new converts should be ipressed the truth that abiding
knowledge can be gained only by earnest labor and persevering study”
(White, 1946, p. 367).
「當使一切新近悔改的人認清：惟有藉著切心努力及恒心研究，才
能得到永存的知識。」─《佈道論》，原文第 367 頁。
2) “Teach the newly converted that they are to enter into fellowship with
Christ, to be His witnesses, and to make Him known unto the world”
(White, 1946, p. 355).
「應當教導這些新近悔改歸主的人，使他們切實與基督相交，作他
的見證者，使基督能在人間顯揚。」─《佈道論》，原文第 355 頁。

2. Repeat the truth second time 重覆教導真理
“After the efforts have been made in a place by giving a course of lectures, there is
really greater necessity for a second course than for the first. The truth is new and
startling, and the people need to have the same presented the second time, to get the
points distinct and the ideas fixed in the mind” (White, 1946, p. 344).
「在第一次佈道分享真理之後，更需要第二次分享真理給他們聽。因真理對
他們來說是新及激動的，他們需要第二次聽到真理， 以致可以深深記在腦海
中。」─《佈道論》，原文第 344 頁。
3. Teach new believers a better lifestyle 教導新信徒更好的生活方式
“Ministers frequently neglect these importattn brances of the work—health reform,
spiritual gifts, systematic benevolence, and the great branches of the missionary
work” (White, 1946, p. 343).
「傳道人時常忽略了這些重要工作的部門──衛生改良的工作，聖靈的恩賜，
有系統的慈善工作，以及佈道之工的各大部門。」─《佈道論》，原文第 343
頁。

4. Practice the visitation plan 實踐探訪計劃
“Like the apostle Paul, visit them often to see how they do” (White, 1946, p. 337).
「應像效法保羅一樣常常去拜訪他們，看他們進行得怎樣。」─《佈道論》，
原文第 337 頁。
5. Care the new believers 細心關懷新信徒
a.

“Those who have newly come to the faith should be patiently and tenderly dealt
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b.

with” (White, 1946, p. 351).
「應當耐心及有愛心地關懷初信主信徒。」─《佈道論》，原文第 351
頁。
“When men and women accept the truth we are not to go away and leave them
and have no further burden for the. They are to be looked after. They are to be
carried as a burden upon the soul, and we must watch over them as stewards
who must render an account” (White, 1946, p. 345).
「當男女接受真理之時，我們不應走開，離開他們，並對他們再沒有什麼
責任。他們應當有人照顧。他們要負起救靈的責任。我們必須看護他們，
好像那必須交帳的管家一樣。」─《佈道論》，原文第 345 頁

6. The guardianship plan—Caring Angel 推行關懷天使計劃
a.
b.
c.
d.
e.
f.

Pray for them daily 每天代禱
Chat with the weekly 每周慰問
Visit them monthly 每月探訪
Dine with them quarterly 每季晚餐
Spiritual care during festivals 節日關懷
Teach them often 施以教導

7. Invite new believers to join the social circle of the church 帶領新信徒加入教會社交
圈子
a. According to Win Arn, every new believer has to know seven good friends in
the church, otherwise, they will leave the church easily.
跟據 Win Arn，每個新教友在頭的六個月內要認識七位好朋友。不然，他
們很容易離開教會。
b. Have dinner together 一起吃晚餐
c. Social activities are organized by the church for new believers
教會為新教友舉行交誼活動

8. Bring them to worship God in church 來到聖殿敬拜祂
a.
b.
c.
d.

Thanksgiving and adoration (Eph 5:19-20; Ps 150; 67:3)
感恩讚美 (弗 5：19－20; 詩 150; 詩 67：3)
Listen to God’s Word (Acts 13:44)
聆聽主話 (徒 13：44)
Prayer and petition (Acts 16:33)
禱告祈求 (徒 16：33)
Sharing testimonies (Acts 14:27)
述說神恩 (徒 14：27)
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e.
f.

Encourage one another to do good (Heb 10:24-25)
互勉行善 (來 10：24－25)
Learn the biblical truths (2 Tim 2:15)
學習真道 (提後 2：15)

9. Invite them to join the soul winning group 邀請加入救靈小組
a.

“When souls are converted, set them to work at once. And as they labor
according to their ability, they will grow stronger. It is by meeting opposing
influences that we become confirmed in the faith. As the light shines into their
hearts, let them diffuse its rays” (White, 1946, p. 355).
「當人們悔改歸主之後，就該立刻安排他們去作工。在按著才幹去作工之
下，他們就會生長的更強固。藉著應付及反抗的勢力，我們就會在信仰上
確定。 當亮光照射進他們的心內之時，它們就會散佈出它的光線來。」─
《佈道論》，原文第 355 頁。

b.

“The power of the gospel is to come upon the companies raised up, fitting them
for service. Some of the new converts will be so filled with the power of God
that they will at once enter the work. They will labor so diligently that they will
have neither time nor disposition to weaken the hands of the brethren by unkind
criticism. Their one desire will be to carry the truth to the regions beyond”
(White, 1946, p. 354).
「福音的能力要降在這班新興的教友們身上，使其從事服務。有些才悔改
的人也必如此充滿上帝的能力，甚至能即刻參加工作。他們殷勤作工，以
致沒有什麼時間或意向去作惡意的批評，而使弟兄們心灰手軟。他們唯一
的願望，乃是將真理傳至遠方。」─《佈道論》，第 164 頁。

c.

“The best medicine you can give the church is not preaching or sermonizing,
but planning work for them” (White, 1946, p. 356).
「給教會最好的藥方，不是講道，乃是計劃工作給他們去作。」─《佈道
論》，原文第 356 頁。
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LETTER OF INFORMED CONSENT
Dear Participant,
About three years ago; we went through the evangelism training. I am now doing a
doctoral research study on that evangelism training and would like to invite you to
participate in the survey. If you are willing to participate, click the following link (
There you will find the informed consent and questionnaire. Thank you!

).

Terry Tsui, DMin
President
Taiwan Adventist College

Andrews University
INFORMED CONSENT FORM
Research Title:
Perceived effectiveness of a mentoring program for training Adventist Chinese
evangelists
Please read this consent document carefully before you decide to participate in this study.
Principal Investigator: Dr. Terry Tsui
Research Advisor: Dr. Eric Baumgartner
Statements about the Research:
This research study is part of my doctoral project; in partial fulfillment for my PhD in
Leadership; at Andrews University; Berrien Springs; Michigan. Your participation in this
study is greatly appreciated.
Purpose of Study:
The purpose of this research is to evaluate the effectiveness of selected variables of my
mentoring program for training Adventist Chinese evangelists.
Procedures:
The procedure will be filling out the survey questionnaires in your perceptions of the
mentoring program. At this stage in the research; process will be generally defined as
perceptions of the course and making sense out of quantitative research at different
phases in the course.
Duration of participation in study:
It will take about 20 minutes to participate this study procedures.
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Risks and Benefits:
There are no known risks and/or discomforts associated with this study; but that by
participating; the expected benefits associated with your participation are the information
about the experiences that will help the researcher and the Seventh-day Adventist Church
arrive at a better understanding of the mentoring program for developing evangelists.
Voluntary Participation:
Participation in this study is completely voluntary; refusal to participate will involve no
penalty or loss of benefits to which you are otherwise entitled. You may discontinue
participation at any time without penalty or loss of benefits to which you may otherwise
be entitled.
Privacy/Confidentiality/Data Security:
A link will be sent by email or message to the participants and they will be asked to fill
out the surveys online anonymously. This is to make sure the anonymity and
confidentiality issues are ensured. The researcher is the only person who can have access
to the data which will be stored in his computer.
Confidentiality:
Your identity will be kept confidential to the extent of the law. There will be nothing
linking you to the study. None of your identifiers; if any; will be used in any report or
publication.
Whom to Contact:
If you have any questions about your rights as a participant in this research; contact my
advisor Dr. Eric Baumgartner at (269) 471-2523 (telephone); or baumgart@andrews.edu
(email); or researcher Dr. Terry Tsui at (886) 0912-640800 (telephone); or
terrytsui09@gmail.com (email). You can also contact the IRB Office at irb@andrews.edu
or at (269) 471-6361.
Statement of Consent
As participants will fill out the questionnaire online; they are requested to click on an “I
approve” box to indicate their signed consent and are willing to participate the surveys.
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知情同意信

您好，
大約三年前，我們一起經歷了佈道培訓。我現在正在做一個博士研究，關於佈道培
訓，並想邀請您參加此研究調查。如果您同意，請單擊以下連結 （
），將看到
知情同意書和調查問卷。謝謝！
研究員
台灣三育基督學院院長
徐文遠博士

安德列大學 知情同意書

研究題目：
華人復臨信徒佈道培訓計劃的效果
在決定參加本研究之前，請仔細閱讀本知情同意書
研究員：
Dr. Terry Tsui
研究顧問：
Dr. Eric Baumgartner
研究陳述：
這項博士研究是我在美國密歇根州安德列大學領導學博士課程的一部分，非常感謝
您的參與。
研究目的：
本研究目的是評估我在培訓計劃中關於華人復臨信徒佈道培訓計劃的有效性。
參與程序：
參與程序是填寫調查問卷，以瞭解您對於佈道培訓計劃中不同階段的量化研究看
法。
參與時間：約 20 分鐘。
風險和益處：
這項研究不會帶來任何風險和/或不安。但參與的預期益處將會提供相關經驗的資
訊，幫助研究員和基督復臨安息日會日後更好地培養佈道人材。
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自願參與：
參與此研究是完全自願性，您可拒絕參與並隨時停止參與，而不會帶來任何罰款或
福利的損失。
私隱/保密/數據安全：
調查問卷以連結發送至參與者的電郵或社交媒體，在線上以不記名方式填寫，以保
密原則確保參與者的私隱。研究員是唯一可以讀取存放在其個人電腦的資料及數
據。
保密性：
您的身份將在法律範圍內保密，不會在研究結果及印刷刊物中提到您的名字。
連絡：
您若對此研究有關您作為參與者的權利有任何疑問，可聯繫我的顧問 Baumgartner
博士，電話：(269) 471-2523 或電郵：baumgart@andrews.edu；或聯繫研究員徐博
士，電話：(886) 0912-640800 或電郵：terrytsui09@gmail.com。您也致電論文評審
委員會辦公室，電話：(269) 471-6361 或電郵：irb@andrews.edu。
同意聲明：
由於參與者將在線上填寫調查問卷，當他們點擊「我同意」空格時，代表他們簽署
的同意書，並願意參加問卷調查。
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CONTENT VALIDITY RUBRIC
The rubric below shows the content validity of the instrument:
Variables/
Phases

Conceptual
Definitions

1. Training
Materials
(Phase 1)

Materials
help
students to
learn and
present

Operational
Definitions
(Effectiveness
Indicators; salient
features; or critical
aspects)
a. evangelism
model: doctrinal;
reaping

d. sermon notes

References
Survey
(Literature Review; questionnaires
see below)
(details refer
to quantitative
questions
in Section B)
Burrill (2014, p. 9); Question 9a
White (1946, p.
18); Finley (2013,
pp. 164-165)
Burrill (2007, pp.
Question 9b
293-297); Burrill
(2014, pp. 70-71);
Finley and Finley
(2002, p. 152);
Finley (2013, pp.
87-91);
Martin (1998, pp.
214-215); White
(1946, p. 186)
Moyer (2012, pp.
Question 9c
13-14); 2 Sam
12:1-15; White
(1958, p. 720);
White (1946, p.
208); White (1946,
p. 205)
No references
Question 9d

e. video sermons

No references

Question 9e

Dewey (1924, p.
390); Ryan and
Martens (1989, p.
20); Bonwell and
Eison (1991, p. 2);
Gabelica and Fiore
(2013, p. 462);
Wieman (2007, p.
11); Misseyanni et
al. (2018, p. 27)

Question 10a

b. structure/content

c. stories/illustratio
n

2. Learning
Process
(Phase 2)

Learning
a. Learned from
processes
active personal
and tools for
practice
solving
problems
and
implementin
g actions
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b. Selfimprovement in
preaching
through
observance of
others preach

c. Ask reflective
questions

d. Learned from
experiences from
mentor/group

3.
Mentoring
Process
(Phase 2)

Kolb (1984, p. 20); Question 10b
Svinivki and
McKeachie
(2011);
Slavich and
Zimbardo (2012,
p. 573);
Kolb (1984, p. 38);
Sharlanova (2004);
Northouse (2016,
p. 203)
Same as above;
Question 10c
and Sofo et al.
(2010, p. 206);
Zuboff (1988, p.
395); Marquardt
and Banks (2010,
p. 159); Raelin
(2009); Revans
(1982)
Marquardt and
Banks (2010, p.
160); Sofo et al.
(2010, p. 206)
Same as above
Question 10d

e. Learned
feedback from
mentor/group
f. Preaching in
small groups

Same as above

Question 10d

Same as #b

Question 10e

g. Transparency in
giving feedback
to others
preaching

Northouse (2016,
p. 203); Eph 4:15

Question 10f

Ragins et al.
(2000, p. 1177);
Kram (1985); Eby
et al. (2008); Allen
and Eby (2007)
Kram (1985, p. 2);
Eby (1997, p.
126); Kram and

Question 12a

Long-term
a. Motivates me
developmen
tal
relationship
between
mentor and b. Gain support
mentee
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Question 12b

c. Encouragement

d. Gain confidence

e. Respectful

f. Trustworthy
g. Effective
communication
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Isabella (1985, p.
111); Yomtov et al.
(2015); White
(1985, pp. 55, 57);
White (1974, p.
411)
Kram (1985, p. 2);
Wangberg et al.
(2003); Chao et al.
(1992); Menges
(2016, p. 99);
Kram and Isabella
(1985, p. 117);
White (1985, p.
55)
Klinge (2015);
Allen and Eby
(2007); White
(1915, p. 210);
White (1952, p.
490); White (1913,
p. 536); White
(1948b, p. 119);
White (1911a, p.
573); White
(1948a, p. 119)
Kram and Isabella
(1985); Allen and
Eby (2007);
Hezlett (2005);
(Ragins et al.,
2000); Scandura
and Schriesheim
(1994); Singh et al.
(2002); Smith et
al. (2005); Tepper
(1995); Young and
Perrewe (2000);
Zey (1984)
Same as above
Same as above

Question 12c

Question 12d

Question 12e

Question 12f
Question 12g

4. Feedback
Process
(Phase 2)

Information a. Mentor
provided
facilitates
concerning
learning
learningperformance
process

Ilgen et al. (1979);
Kluger and DeNisi
(1996); Narciss
(2008); London
(2003); Ilgen et al.
(1979); Yuan and
Kim (2015, p.
409); Hattie and
Timperley (2007,
p. 81); Brown et
al. (2012); Hattie
and Timperley
(2007); Brookhart
(2017)
Same as above

b. Mentor
facilitates
motivation
c. Mentor
Same as above
facilitates
performance
d. Peer mentors
Yomtov et al.
facilitate learning (2015); Brinko
(1993); Ozogul et
al. (2008);
(Topping, 1998;
cited in Yuan &
Kim, 2015); Yuan
and Kim (2015, p.
413); (Min, 2006);
Van Steendam et
al. (2010); (cited in
Yuan & Kim,
2015); White
(1974, p. 411)
e. Peer mentors
Same as above
facilitate
motivation
f. Peer mentors
Same as above
facilitate
performance
g. Learn strengths
London and Sessa
& weaknesses
(2006, p. 304);
Shute (2008);
London (2003);
Nicol (2010); (Van
der Schaaf et al.,
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Question 13a

Question 13b
Question 13c
Question 13d

Question 13e
Question 13f
Question 13g

h. Improve my
preaching

i. Critique not
criticism

j. Feedback were
affirmative;
accept
psychologically
5.
Evangelistic
Preaching
(Phase 2)

Evangelistic a. Preach Christsermon
centered sermons
delivery in
effective
b. Preach
manner and
enthusiastically
content

c. Body language
and voice
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2013; cited in
Yuan & Kim,
2015); Nicol
(2010); Case
(2007)
Yuan and Kim
(2015); Hattie and
Timperley (2007);
(Narciss, 2008);
Orsmond et al.
(2005); (Price et
al., 2010; cited in
Yuan & Kim,
2015); Covic and
Jones (2008); Rust
et al. (2005);
Sadler (1989, p.
78); Evans (2013);
Brookhart (2017)
Yuan and Kim
(2015, p. 410);
Eph 4:15; Prov
25:15; White
(1892, p. 12)
Yuan and Kim
(2015); Landsberg
et al. (2010, p.
2304); Droe (2013,
p. 63); Bitchener
and Knoch (2008)
John 12:32; White
(1946, pp. 186,
190)
White (1915, p.
24); John 4:1-30;
White (1915, p.
195); Burrill
(2014, p. 10);
White (1946, pp.
169-170)
(Seventh-day
Adventist
Minister's Manual,
1992, p. 40);
Finley (2013, p.

Question 13h

Question 13i

Questions
13j; 13k

Question 14a

Question 14b

Question 14c

80); White (1915,
p. 119); Isa 50:4
d. Illustrations
connected to the
truth
e. Address the
needs of
congregation

f. Attraction
g. Time practiced
6. Appeals
(Phase 2)

Invite
a. Understanding of
people to
appeal
follow Jesus

b. Direct appeals
(spirit and power
of message)

c. Systematic;
enthusiastic;
persuasive
appeals
d. Illustration
before appeal

e. Confidence in
giving appeals
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Moyer (2012, p.
14); White (1946,
p. 174)
White (1946, pp.
203, 175, 195,
171, 565); White
(1915, pp. 49-50,
87)
Same as above

Question 14d

Eccl 9:10; White
(1915, p. 385)
Finley (1994, pp.
69, 70); Burrill
(2007, p. 222);
Tsui (2017, pp. 3035); Gen 3:9; Rev
22:17; Josh 24:15;
1 Kgs 18:21; Luke
19:5; 8:45; Acts
19:8; 2 Kgs 23:425; Esth 10:1-5; 712; Neh 9:1-5; 38;
Joel 2:1-17; Jonah
3:4-10; John 1:41;
John 1:43; Acts
16:31); Finley
(2013, p. 154)
White (1915, p.
151); White (1971,
p. 28); Luke 1:17;
2 Sam 12:1-13; 1
Kgs 18:17; 18;
Mark 6:18; 19
White (1946, p.
188); White (1915,
p. 506); Luke
14:23
Moyer (2012, p.
13); 2 Sam 12:115; White (1958,
p. 720)
White (1946, p.
284); Finley

Question 11

Question 14e

Question 14f

Question 15a

Questions
15b

Question 15c

Question 15d

Question 15e

f. Appeals increase
number of
baptism
7.
Authentic
Evangelism
(Phase 2)

Apply four a. Internalized
components
moral
of authentic
perspective
leadership
in
evangelism
training

b. Transparency in
sharing and
enhancing
other’s
performance
c. Balanced
processing of
information

d. Self-awareness
of strengths and
weaknesses

e. Commitment
f. Vision casting
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(2013, pp. 159162); Streett
(2004, p. 112)
Acts 2:38; 41;
28:28; Rom 1:13;
Finley (2013, p.
153)
Walumbwa et al.
(2008); Walumbwa
et al. (2008, p. 89);
George (2003)
White (1915, p.
151); White (1971,
p. 28); Luke 1:17;
2 Sam 12:1-13; 1
Kgs 18:17; 18;
Mark 6:18; 19
Walumbwa et al.
(2008); Walumbwa
et al. (2008, p. 89);
Northouse (2016,
p. 203); Eph 4:15
Walumbwa et al.
(2008); Walumbwa
et al. (2008, p. 89);
Northouse (2016,
p. 203); Zachary
(2012)
Walumbwa et al.
(2008); Walumbwa
et al. (2008, p. 89);
ShapiraLishchinsky and
Levy-Gazenfrantz
(2015, p. 5); Ps
77:6; 2 Cor 12:10;
White (1915, p.
509); Pollock
(1969); Streett
(2004, p. 124)
Walumbwa et al.
(2008, p. 112)
Clapp-Smith et al.
(2009, pp. 229230)

Question 15f

Question
15b

Question 10g

Question
10b; 10c

Question 13g

Question 17c
Question
17e; 17f

g. Creditability
(expertise &
trust)

8.
Dedication
(Phase 3)

9.
Evangelistic
Series
Experience
(Phase 4)

h. Psychological
capital; such as
self-efficacy;
hope; resiliency;
and optimism
To impress a. Dedication
the minds
ceremony
through a
impressed the
ceremony &
mind
prayer
b. All-night prayer

Experience
in
evangelism

a. Motivated
b. Knowledge
gained through
actual preaching
c. Confidence
increased
(readiness)
d. Inspired to
continue in
future
e. Unexpected
results in baptism
through appeals

226

Bass and Bass
(2008, p. 224);
George (2015);
Hughes et al.
(2012, p. 278);
White (1909, p.
143)
Luthans et al.
(2007)

Question 17c

Questions
16g; 16h

Finley (1994, p.
74); (Seventh-day
Adventist
Minister's Manual,
1992, p. 219)
Streett (2004, p.
124); White (1941,
p. 149); White
(2002, pp. 44, 93);
White (1958, pp.
509, 630, 196);
White (1998, p.
45); White (1911b,
pp. 616, 621);
White (1940, p.
291); White (1973,
p. 167); White
(1982, p. 80)
N/A

Question 18a

N/A

Question 16b

N/A

Question 16c

N/A

Question 16d

N/A

Question 16e

Questions
18b to 18e

Question 16a

10.
Preparednes
s for Future
Evangelistic
Meetings
(Phase 5)

Personal
readiness
for future
evangelistic
meeting

f. Public
evangelism still
works
g. Hope increased

N/A

Question 16f

N/A

Question 16g

h. Resiliency
increased
a. Passion/Desire

N/A

Question 16h

N/A

Question 17a

b.
c.
d.
e.
f.

N/A
N/A
N/A
N/A
N/A

Question 17b
Question 17c
Question 17d
Question 17e
Question 17f

Knowledge
Commitment
Skillful practice
Priority
Greater vision
for evangelism
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THE RESEARCH INSTRUMENT
The instrument is researcher-developed; contains 80 questions in three parts: (a)
seven questions on demographics; (b) 68 questions on experience in the mentoring
program and evangelistic meetings; and (c) five open-end question for short answers.
The survey will use a 5-point Likert scale (1 being the least helpful; 5 being the
most helpful) to rate the perceived effectiveness of selected methods used in the
mentoring program; such as: training materials; learning process; mentoring process;
feedback process; evangelistic preaching; appeals; authentic evangelism; dedication;
evangelistic series experience, and preparedness for future evangelistic meetings. The
questionnaire was tested for validity and reliability before use with the training
participants.
Questionnaire Questions
I have read the Informed Consent Letter and recognize that by completing and
returning this survey; that I am giving my informed consent to participate.
I. DEMOGRAPHICS:

□;

Female □

1.

Gender: Male

2.

My age: Below 20 □; between 21 & 30 □; between 31 & 40 □;
between 41 & 50 □; above 51 □

3.

I come from: Taiwan □; China □

4.

Class: Taiwan campus □; East Region □; East Region (Senior Pastor Cohort) □;
NE Region (Senior Pastor cohort) □

5.

Years in church ministry:

6.

Capacity of ministry: pastor □; church worker □; volunteer □; layman □

7.

years

I have led out the following activities as a speaker:
Sabbath School lesson study □; Health presentations □; Preaching/teaching □;
Evangelistic meetings □
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II. EXPERIENCE IN MENTORING PROGRAM & EVANGELISTIC
MEETINGS:
8.

Before the training course; how many times have you done the following? And the
response choice would be
0 1-2 3-4 5-6 7-8 9-10 11 or more
a.
b.
c.
d.
e.

9.

Answer: ______
Answer: ______
Answer: ______
Answer: ______
Answer: ______

How helpful (1-not helpful at all; 2-not helpful; 3-somewhat helpful; 4-helpful; 5very helpful) were the following parts of the training materials?
a.
b.
c.
d.
e.

10.

Preaching evangelistic sermons
Giving systematic appeals
Planning to reap through baptism
Actual baptisms as a result of evangelistic meeting(s)
Preaching a series of doctrinal sermons in evangelistic
meetings

Explanation of reaping evangelism model
Structure/contents of doctrinal sermons
Stories/illustrations for each sermon
Explanatory notes for PowerPoint sermons
Video sermons by experienced evangelist

1
1
1
1
1

2
2
2
2
2

3
3
3
3
3

4
4
4
4
4

5
5
5
5
5

How helpful (1-not helpful at all; 2-not helpful; 3-somewhat helpful; 4-helpful; 5very helpful) were the following learning process during the training sessions?
a.
b.
c.
d.
e.
f.
g.

Active personal practice
Observing others’ preaching
Asking reflective questions
Sharing experiences from mentor/group
Feedback from mentor/group
Preaching in small groups
Transparency in giving feedback to others’ preaching

1
1
1
1
1
1
1

2
2
2
2
2
2
2

3
3
3
3
3
3
3

4
4
4
4
4
4
4

5
5
5
5
5
5
5

11.

About how many hours did you spend practicing your evangelistic sermons?
______ hours

12.

To what extent do you agree (1-strongly disagree; 2-disagree; 3-not sure; 4-agree;
5-strongly agree) with the following statements about the mentoring process during
the training session?
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a.
b.
c.
d.
e.
f.
g.

13.

1
1
1
1
1
1
1

2
2
2
2
2
2
2

3
3
3
3
3
3
3

4
4
4
4
4
4
4

5
5
5
5
5
5
5

To what extent do you agree (1-strongly disagree; 2-disagree; 3-not sure; 4-agree;
5-strongly agree) with the following regarding feedback during the training session?
a.
b.
c.
d.
e.
f.
g.
h.
i.
j.
k.

14.

Motivated me to be an effective evangelist
Gained support to be an effective evangelist
Encouraged me to be an effective evangelist
Gained confidence as an evangelist
My mentor/group were respectful
My mentor/group were trustworthy
My mentor/group effectively communicated during the
mentoring process

The feedback from the mentor facilitated my learning for
evangelism.
The feedback from the mentor enhanced my motivation to
be an effective evangelist.
The feedback from the mentor improved my performance
as an evangelist.
The feedback from my classmates facilitated my learning
for evangelism.
The feedback from my classmates enhanced my motivation
to be an effective evangelist.
The feedback from my classmates improved my
performance as an evangelist.
The feedback helped me to learn about my strengths and
weaknesses
The feedback helped me improve my preaching
I viewed feedback as positive critiques; not negative
criticism
Feedback were affirmation of my performance during the
training session
I accepted the feedback readily and easily

1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5

How much (1-very little; 2-little; 3-some; 4-much; 5-very much) of the following
did the training on evangelistic preaching improve your practice in evangelism?
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a.
b.
c.
d.
e.
f.

15.

b.
c.
d.
e.
f.

1 2 3 4 5
1 2 3 4 5
1 2 3 4 5

I have a better understanding of the importance of giving
appeals
I am able to give direct appeals with the spirit and power of
the message
I am able to give appeals more systematically;
enthusiastically and persuasively
I understand that story/illustration before appeals makes it
more effective
I have more confidence in giving appeals
I have experienced that appeals increase the number of
decisions for accepting Christ/baptism

1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1 2 3 4 5

To what extent do you agree (1-strongly disagree; 2-disagree; 3-not sure; 4-agree;
5- strongly agree) with the following about your experience during evangelistic
meeting(s) you have conducted?
a.
b.
c.
d.
e.
f.
g.
h.

17.

1 2 3 4 5
1 2 3 4 5
1 2 3 4 5

To what extent do you agree (1-strongly disagree; 2-disagree; 3-not sure; 4-agree;
5-strongly agree) with the following statements about “How to give appeals” of the
training session?
a.

16.

Putting Christ into the center of each sermon
Preaching with more passion/enthusiasm
The use of voice and body language as an important part of
preaching
My ability to connect a story/illustration to the truth
presented
My ability to preach sermons that address the needs of the
congregation
My ability to preach sermons that arouse and maintain the
interests of the congregation

Motivated me to conduct more evangelistic meetings
Gained knowledge through actual preaching
Increased my confidence in conducting evangelistic
meetings
Inspired me to hold future evangelistic meetings
Unexpected people responded to appeal for baptism
Public evangelism is an effective way to share the gospel
Increased my hope in public evangelism
Increased my resiliency for public evangelism

1 2 3 4 5
1 2 3 4 5
1 2 3 4 5
1
1
1
1
1

2
2
2
2
2

3
3
3
3
3

4
4
4
4
4

5
5
5
5
5

In terms of the following; how would you rate yourself (1-very poor; 2-below
average; 3-average; 4-above average; 5-excellent) to conduct future reaping public
evangelism?
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a.
b.
c.
d.
e.
f.

18.

1
1
1
1
1
1

Desire and passion
Knowledge
Commitment
Skills
Priority
Vision for public evangelism

2
2
2
2
2
2

3
3
3
3
3
3

4
4
4
4
4
4

5
5
5
5
5
5

On a scale of 1 to 5 (1 certainly disagree; 2 disagree; 3 not sure; 4 agree; 5
definitely agree); rate your experience of dedication ceremony and all-night-prayer
meeting
a. During the dedication ceremony; I dedicated myself to
1 2 3 4 5
fulfill God’s mission (campus students only).
b. During the personal prayer session; I felt reconciled with
1 2 3 4 5
God.
c. During the prayer and praise session; I felt connected with
1 2 3 4 5
God and saw His greatness.
d. During the prayer and praise session; I resolved to preach
1 2 3 4 5
the gospel.
e. During the intercessory session; I was encouraged to be
1 2 3 4 5
involved in evangelism
f. Overall; my faith for evangelism increased during the all1 2 3 4 5
night prayer meeting.

III. SHORT ANSWER QUESTIONS
19.

Describe the experience of your public evangelistic series
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________

20.

What were some of your greatest moments and benefits of that experience?
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________

21.

Was the training program effective? Please describe.
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___________________________________________________________________
____________________________________________________________________
____________________________________________________________________

22.

How well have you been able to apply the lessons you learned during training in the
evangelistic meetings?
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________

23.

Any suggestions would you like to make for the teacher to mentor students in
public evangelism in future?
____________________________________________________________________
____________________________________________________________________
____________________________________________________________________
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研究工具
本研究工具由研究人員開發，包含三個部分共 80 條問題：（1）七個有關參
予者的基本問題，（2）在佈道培訓和佈道會的經歷方面有 68 個問題，另（3）有五
個開放式問題，以簡答作回應。調查將使用五點李克特量表 (Likert)（1 完全沒有
幫助，5 非常有幫助），以評估培訓計劃在培訓材料、學習過程、培訓過程、點
評、佈道演講、呼召、真誠佈道、委身、佈道會經歷，及未來參與佈道會的準備程
度上有什麼果效。在參與者填寫前，會先測試調查表的有效性和可靠性。

問卷
我已閱讀了《知情同意書》，並確認填完及交回本問卷調查，表示我已同意
參與。

I. 基本資料：
1.

性別：男 □； 女 □

2.

年齡：20 歲以下 □；21 至 30 歲 □；31 至 40 歲 □；41 至 50 歲 □；
51 歲以上 □

3.

來自：台灣 □； 中國 □

4.

班別：校本部 □；東區青年班 □；東區資深班 □；東北資深班 □

5.

事奉崗位：牧師 □；傳道人 □；義工 □；平信徒 □

6.

教會服務時間：

7.

曾參予與主講有關的事奉：主講學課研究 □；主講健康講座 □；

年

講道/培訓 □； 主講佈道會 □
II. 培訓及佈道經驗
8.

在未參加培訓前，您做過多少次下列有關佈道的活動？回應選擇是
(0 次，1-2 次，3-4 次，5-6 次，7-8 次，9-10 次，11 次或更多)
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a.
b.
c.
d.
e.

9.

以佈道性的講章講道
講道中或結束前發出有系統的呼召
計劃收割佈道會(包括收割及洗禮計劃)
佈道會結束後舉行洗禮
佈道會內容以一系列本會要道的方式來呈現

答案： _____次
答案： _____次
答案： _____次
答案： _____次
答案： _____次

請問下列培訓材料對您是否有幫助?
(1 完全沒有幫助，2 沒有幫助，3 有些幫助，4 有幫助，5 非常有幫助)
1
1
1
1
1

a. 講解收割佈道的模式
b. 要道講章的結構及內容
c. 講章的故事及例證
d. PPT 的講章備註
e. 老師佈道視頻範例

2
2
2
2
2

3
3
3
3
3

4
4
4
4
4

5
5
5
5
5

10. 在培訓課程中，以下的學習過程對您有幫助嗎？
(1 完全沒有幫助，2 沒有幫助，3 有些幫助，4 有幫助，5 非常有幫助)
a. 主動個人練習
b. 觀察他人講道
c. 提出反思性的問題
d. 老師及小組的經驗分享
e. 老師及小組提供的點評
f. 小組中的講道練習
g. 對同學的講道作公開直白的點評

1
1
1
1
1
1
1

2
2
2
2
2
2
2

3
3
3
3
3
3
3

4
4
4
4
4
4
4

5
5
5
5
5
5
5

1
1
1
1
1
1
1

2
2
2
2
2
2
2

3
3
3
3
3
3
3

4
4
4
4
4
4
4

5
5
5
5
5
5
5

11. 您花了多少小時練習您的佈道講章？

12. 您對在培訓期間，下列陳述的同意程度如何？
(1 非常不同意，2 不同意，3 不確定，4 同意，5 非常同意
a. 激勵我成為有果效的佈道會講者
b. 獲得支持成為有果效的佈道會講者
c. 鼓勵我成為一位有果效的佈道會講者
d. 獲得信心成為一位佈道會講者
e. 我的導師/小組尊重組員
f. 我的導師及團隊值得信賴
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g.

我的導師及小組組員在培訓的過程中有良好的溝通效能

13. 您對在培訓期間，下列陳述的有關『點評』同意程度如何？
(1 非常不同意、2 不同意、3 不肯定、4 同意、5 非常同意）
1
1
1
1
1
1
1
1
1
1
1
1

2
2
2
2
2
2
2
2
2
2
2
2

3
3
3
3
3
3
3
3
3
3
3
3

4
4
4
4
4
4
4
4
4
4
4
4

5
5
5
5
5
5
5
5
5
5
5
5

1
1
1
1
1
1

2
2
2
2
2
2

3
3
3
3
3
3

4
4
4
4
4
4

5
5
5
5
5
5

2
2
2
2
2
2

3
3
3
3
3
3

4
4
4
4
4
4

5
5
5
5
5
5

a. 老師的點評促進我學習佈道
b. 老師的點評加強我做有效佈道的動機
c. 老師的點評提升我佈道的效果
d. 同學的點評促進我學習佈道
e. 同學的點評加強我做有效佈道的動機
f. 同學的點評提升我佈道的效果
g. 點評幫助我了解自己的強項和弱項
h. 點評幫助提升我的講道效果
i. 點評對我是正面的提點，不是負面的批評
j. 點評對我的表現是一個肯定
k. 我樂意並願意接受點評

14. 佈道的培訓，是否改進了您在下列各項中的佈道表現？
(1 很少，2 小，3 有些，4 多，5 非常多）
a. 講章以基督為中心
b. 講道更有激情/熱誠
c. 聲音及肢體語言成為講道中重要的一部份
d. 能將故事或例証與真理連結
e. 講道能滿足會眾的需要
f. 講道能引起和維持會眾的興趣

15. 在有關『如何呼召』的培訓中，您是否同意下列的論述？
(1 非常不同意，2 不同意，3 不確定，4 同意，5 非常同意）
a. 我更瞭解呼召的重要性
b. 透過信息的精神和能力，使我可以發出直接的呼召
c. 我能夠更有系統、更熱誠、更有說服力地發出呼召
d. 我明白在呼召前的故事或例証使呼召更有果效
e. 我對呼召更有信心
f. 在我的經驗中，呼召增加了接受基督或接受洗禮的人
數
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1
1
1
1
1
1

16. 根據您在佈道會中的經驗，您是否同意下列的論述？
(1 非常不同意，2 不同意，3 不確定，4 同意，5 非常同意）
1
a. 激勵我舉行更多佈道會
1
b. 通過實際的講道獲得更多知識
1
c. 增強我舉行佈道會的信心
1
d. 啟發我將來舉行佈道會
1
e. 會有意想不到的會眾回應接受洗禮的呼召
1
f. 公眾佈道是分享福音有效的方法
1
g. 提升了我對公眾佈道的期望
1
h. 提升我對公眾佈道的接受程度

2
2
2
2
2
2
2
2

3
3
3
3
3
3
3
3

4
4
4
4
4
4
4
4

5
5
5
5
5
5
5
5

17. 若將來舉行收割佈道會，在下列各項中您的準備程度如何？
(1 非常不足，2 低於平均水準，3 平均，4 高於平均水準，5 非常好）
1
1
1
1
1
1

a. 意願及熱誠
b. 知識
c. 委身
d. 技巧
e. 優先程度
f. 擁有公眾佈道的異象

2
2
2
2
2
2

18. 您對下列佈道前舉行的獻身會及通宵祈禱會的體會如何？
(1 非常不同意，2 不同意，3 不確定，4 同意，5 非常同意）
a. 在獻身會中，我決心並委身於完成上帝的使命（只校本 1 2
部學生填寫）。
1 2
b. 在個人禱告環節中與神和好。
1 2
c. 在禱告與讚美環節中，我感覺到上帝的同在，並且看到
祂的偉大。
1 2
d. 在禱告與讚美環節中，我感覺到上的帝同在，並下決心
傳福音。
1 2
e. 我在互相代求環節中得到鼓勵，並下決心傳福音。
1 2
f. 總的來說，在通宵禱告會增強我對佈道的信心。
III. 簡答
19. 請描述您在公眾佈道上的經驗
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3
3
3
3
3
3

4
4
4
4
4
4

5
5
5
5
5
5

3 4 5
3 4 5
3 4 5
3 4 5
3 4 5
3 4 5

_________________________________________________________________
_________________________________________________________________
_________________________________________________________________
20. 在培訓過程中，您最難忘和最獲益的經歷是什麼？
_______________________________________________________________
_______________________________________________________________
_______________________________________________________________
21. 佈道培訓有果效嗎？請說明。
________________________________________________________________
________________________________________________________________
________________________________________________________________
22. 在佈道會中，您有運用到培訓中所學到的有東西嗎？效果如何？
______________________________________________________________
______________________________________________________________
______________________________________________________________
23. 您對老師的未來佈道培訓有何建議？
______________________________________________________________
______________________________________________________________
______________________________________________________________
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QUALITATIVE RESEARCH QUESTION & SUB-QUESTIONS
Research Question:
What is the effectiveness of the mentoring program in terms of training materials;
learning process; mentoring process; feedback process; evangelistic preaching; appeals;
authentic evangelism; dedication; evangelistic series experience; and preparedness for
future evangelistic meetings?
Introductory Address:
Four years ago; we went through the evangelism training. Try to think back the
actual experiences at that time whether it was helpful to you in conducting evangelistic
meetings and evangelistic preaching.
Sub-questions:
1.

Describe the experience of your first public evangelistic series; such as the date;
location; attendance; and preaching experience; etc.
a. Was it conducted before the training? Was it seed sowing in nature? If so;
describe the difference of your public evangelism experience before and
after the training.
b. Were you nervous? What helped you overcome?
c. Were you excited?

2.

What were some of your greatest moments and benefits of that experience?
a. Tell me what happened to you when I asked you to present in front of the
class; and listen to the feedback of your colleagues. Can you walk me
through that experience? How did you feel as your colleagues critiqued?
Look back; what did you learn? What was opening up to see so helpful; or
fearful?
b. What do you say about giving and receiving feedback during the training?
Did it help you in delivering your sermon?
c. What were the most difficult aspect in delivering an evangelistic sermon?
How did you overcome it? Was the training helpful and adequate? What
else do you want to learn in training?
d. Did this experience encourage you to do more evangelism in your ministry
later?

3.

Was the training program effective?
a. Were the training materials helpful? Which part specifically?
b. How did you practice in the action learning process?
c. Were the small/large groups helpful during the mentoring process?
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d.
e.

What part in the training program was most helpful to you?
What specific ways did you learn in class that helped you deliver the
evangelistic sermon?

4.

How well have you been able to apply the lessons you learned during training in
the evangelistic meetings?
a. Putting Christ into the center of each sermon
b. Preaching with more passion/enthusiasm
c. The use of voice and body language as an important part of preaching
d. To connect a story/illustration to the truth presented
e. To preach sermons that address the needs of the congregation
f. To arouse and maintain the interests of congregation
g. Giving appeals is one of the key components in public evangelism; can you
describe your experience in giving appeals? What happened after you gave
appeals? How did you feel? Any suggestions for improvement on your part
and for the mentor and peer mentors when giving feedback.

5.

Any suggestions would you like to make for the teacher to mentor students in
public evangelism in future?
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質性研究的問題及子問題

研究問題：
培訓材料、學習過程、培訓過程、點評、佈道演講、呼召、真誠佈道、委身、
佈道會經歷，及未來參與佈道會的準備程度上有什麼果效？
簡介：
四年前，我們舉辦了佈道培訓。請回顧當時的實際經歷，對您開佈道會及佈道
演講有何幫助。
子問題：
1. 描述您的第一個佈道會的經驗，如日期、地點、出席人數和講道經驗等。
a. 佈道會是在培訓前舉行的嗎？是撒種式佈道活動嗎？若是，請分享在
培訓前後，您在公眾佈道的經驗上有何差異。
b. 您緊張嗎？如何克服？
c. 您興奮嗎？

2.

在培訓過程中，您最難忘和最獲益的經歷是什麼？
a. 請回顧並敘述當被老師要求在全體師生前接受點評時的經驗？當您的
老師及同學點評您時，您感覺如何？回顧當時的學習經驗？及其帶來
的恐懼或幫助？
b. 請分享在佈道培訓期間給予和接受點評的經驗？對講道所產生的影響
如何？
c. 佈道會主講最困難之處是什麼？您如何克服？請敘述佈道培訓是否給
予充足的幫助？除此，您還希望在佈道培訓中學到什麼？
d. 這些經歷對於您以後事奉中，參與佈道的影響為何？

3.

您認為佈道培訓有果效嗎？
a. 培訓材料有幫助嗎？具體是哪一部分？
b. 在訓練過程中，您是如何練習的？
c. 在訓練過程中，小組/全體分享是否有所幫助？
d. 佈道培訓中哪一部份對您最有幫助？
e. 您在課堂上學習哪些具體方法幫助您佈道會的主講？

4. 在佈道會中，您有運用到培訓中所學到的資訊嗎？效果如何？
a. 講章以基督為中心
b. 講道更有激情/熱誠
c. 聲音及肢體語言成為講道中重要的一環
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d.
e.
f.
g.

能將故事及例証與真理相連結
講道能滿足會眾的需要
講道能喚起和維持會眾的興趣
呼召是佈道活動中重要的一環，您能描述您在呼召前及呼召後，當時
的經驗嗎？您感覺如何？在點評時，在您個人，老師及同學方面有何
改進建議？

5. 您對老師的未來佈道培訓有何建議？
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INTERVIEW PROTOCOL
Interview Protocol
Interview Protocol Project: Perceived Effectiveness of a Mentoring Program for
Training Adventist Chinese Evangelists

Time of Interview:
Date:
Place: The interviewer’s home or online via Zoom or We Chat
Interviewer: Terry Tsui
Interviewee:
Position of Interviewee: Student, Taiwan Adventist College
Introductory Address:
Four years ago; we went through the evangelism training. Try to think back the actual
experiences at that time whether it was helpful to you in conducting evangelistic
meetings and evangelistic preaching.
Research Question:
What is the effectiveness of the mentoring program in terms of training materials;
learning process; mentoring process; feedback process; evangelistic preaching;
appeals; authentic evangelism; dedication; evangelistic series experience; and
preparedness for future evangelistic meetings?
Sub-questions:
1.

Describe the experience of your first public evangelistic series; such as the
date; location; attendance; and preaching experience; etc.
a. Was it conducted before the training? Was it seed sowing in nature? If
so; describe the difference of your public evangelism experience before
and after the training.

b.

Were you nervous? What helped you overcome?
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c.

2.

Were you excited?

What were some of your greatest moments and benefits of that experience?
a.

Tell me what happened to you when I asked you to present in front of the
class; and listen to the feedback of your colleagues. Can you walk me
through that experience? How did you feel as your colleagues critiqued?
Look back; what did you learn? What was opening up to see so helpful;
or fearful?

b.

What do you say about giving and receiving feedback during the
training? Did it help you in delivering your sermon?

c.

What were the most difficult aspect in delivering an evangelistic sermon?
How did you overcome it? Was the training helpful and adequate? What
else do you want to learn in training?

d.

Giving appeals is one of the key components in public evangelism; can
you describe your experience in giving appeals? What happened after
you gave appeals? How did you feel? Any suggestions for improvement
on your part and for the mentor and peer mentors when giving feedback.
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e.

3.

Did this experience encourage you to do more evangelism in your
ministry later?

Was the training program effective?
a.

Were the training materials helpful? Which part specifically?

b.

How did you practice in the Action Learning process?

c.

Was the small/large groups helpful during the mentoring process?

d.

Which part in the training program was most helpful to you?

e.

What specific ways did you learn in class that helped you deliver the
evangelistic sermons?
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4.

How well have you been able to apply the lessons you learned during training
in the evangelistic meetings?
a.

Putting Christ into the center of each sermon

b.

Preaching with more passion/enthusiasm

c.

The use of voice and body language as an important part of preaching

d.

To connect a story/illustration to the truth presented

e.

To preach sermons that address the needs of the congregation
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5.

f.

To arouse and maintain the interests of congregation

g.

Giving appeals is one of the key components in public evangelism; can
you describe your experience in giving appeals? What happened after
you gave appeals? How did you feel? Any suggestions for improvement
on your part and for the mentor and peer mentors when giving feedback.

Any suggestions would you like to make for the teacher to mentor students in
public evangelism in future?
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訪談調查書

訪談調查書
訪談調查書計劃：華人復臨信徒佈道培訓計劃的效果
受訪時間：
日期：
地點：在訪問員家中或在 Zoom 或微信網上訪問
訪問員：Terry Tsui
受訪者：
受訪者身份：三育基督學院學生
研究問題：
培訓材料、學習過程、培訓過程、點評、佈道演講、呼召、真誠佈道、委
身、佈道會經歷，及未來參與佈道會的準備程度上有什麼果效？
簡介：
四年前，我們舉辦了佈道培訓。請回顧當時的實際經歷，對您開佈道會及佈
道演講有何幫助。
子問題：
1. 描述您的第一個佈道會的經驗，如日期、地點、出席人數和講道經驗
等。

a.

佈道會是在培訓前舉行的嗎？是撒種式佈道活動嗎？若是，請分享
在培訓前後，您在公眾佈道的經驗上有何差異。
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2.

b.

您緊張嗎？如何克服？

c.

您興奮嗎？

在培訓過程中，您最難忘和最獲益的經歷是什麼？

a.

請回顧並敘述當被老師要求在全體師生前接受點評時的經驗？當您
的老師及同學點評您時，您感覺如何？回顧當時的學習經驗？及其
帶來的恐懼或幫助？

b.

請分享在佈道培訓期間給予和接受點評的經驗？對講道所產生的影
響如何？
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3.

c.

佈道會主講最困難之處是什麼？您如何克服？請敘述佈道培訓是否
給予充足的幫助？除此，您還希望在佈道培訓中學到什麼？

d.

這些經歷對於您以後事奉中，參與佈道的影響為何？

您認為佈道培訓有果效嗎？

a.

培訓材料有幫助嗎？具體是哪一部分？

b. 在訓練過程中，您是如何練習的？
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c.

在訓練過程中，小組/全體分享是否有所幫助？

d. 佈道培訓中哪一部份對您最有幫助？

e.

您在課堂上學習哪些具體方法幫助您佈道會的主講？

4. 在佈道會中，您有應用到培訓中所學到的資訊嗎？效果如何？

a.

講章以基督為中心
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b.

講道更有激情/熱誠

c.

聲音及肢體語言成為講道中重要的一環

d.

能將故事及例証與真理相連結

e.

講道能滿足會眾的需要

f.

講道能喚起和維持會眾的興趣
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g.

呼召是佈道活動中重要的一環，您能描述您在呼召前及呼召後，
當時的經驗嗎？您感覺如何？在點評時，在您個人，老師及同學
方面有何改進建議？

5. 您在老師將來培訓學生在公眾佈道上有何建議？
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Appendix G: Sample Translations
Translator: Terry Tsui

One of the most unforgettable things was that I could share on pulpit. Before when I was
at my church in NE region, I only stood behind the pulpit and could not move when
sharing. Through this evangelistic training, it seems to open a new world, that I could use
a new way of preaching. Before I studied preschool education, teachers told us that when
telling stories to kids, we had to use body language, with expression, and different tones.
And, we could use this in preaching. I felt I was benefited.
My first time of practice I felt so discouraged. Even with teacher Debbie and Chen Ying
two people. The next day when I was preaching in small group practice. I could not
manage to preach. If I did not look at the PPT, I just could not continue and could not
connect to what is following. It was a great failure and I was so frustrated. I was
frustrated even when I went back to the dorm. I and Hay Yuan were roommates. I was
thinking what to do, I could not preach and did not want to preach. Hay Yuan said to me
that I studied preschool education, same as her. When I told stories, I was passionate, I
could do it better. She then said just like when you tell stories, with emphasis in tones,
with passion. All in a sudden, I seemed to find the way. Then, in my first public
preaching in large group with Pr Terry Tsui and Dr Alice Chen present, I was confident
and finished with a relatively good ending.
I think my most unforgettable experience is during training which is during feedback. I
was a person without confidence. When I knew I would receive feedback, I wanted to
escape from it. I wanted to say I was sick and skipped the feedback. But this doesn’t
work, I could not say I was sick. When I was first preaching in the small group and
received feedback, actually it was a bad feeling and I felt bad. But, that was the normal
thing. After going through that time, after two, three, and four times of receiving
feedback, it didn’t matter anymore, at last you found your own rhythm and way to adjust
your feeling.
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Translator: Tsai Chuan Chien
Though the evangelism training, I am surprised that actually we can use many techniques
and postures to preach. In our church at the Northeast China, we always stand on the
stage seriously to preach. However, after the training, it seems to open up a new world for
me, it turns out that I can preach in that way. In the past, my major is Pre-School
Education. My teacher always taught me when I told the story to children, I needed to use
my body language, facial expression and the change of intonation. I didn’t expect that I
could use the same techniques to preach.
I was so frustrated when I practice to preach at the first time. Even there were only three
people in my group, I couldn’t go on. In the beginning of practicing, I had to keep
watching my PPT and present the message at the same time. Without watching the PPT, I
just couldn’t continue. I felt extremely frustrated. After I went back my dormitory, I had a
roommate, Lillian. I shared my burden to her and told her that I couldn’t continue this
training and I didn’t want to do it anymore. Lillian knew that my previous major was PreSchool Education. So she encouraged me to use the same techniques to practice, such as
telling the story to the children. I could emphasize my intonation. Therefore, later on,
when I had an opportunity to preach the message in front of Dr. Terry, Dr. Alice and the
students, I felt quite confident and I would be able to have a good presentation.
My unforgettable experience of the evangelism training is the time of giving the
feedback. I am not a quite confident person. So when I knew that we had to experience
the process of listening the feedback, I really wanted to evade. I even thought to take the
sick leave. Actually when I had my first time to listen the feedback in my small group, I
felt very uncomfortable and sad. However, after again and again hearing the feedback, I
started to become more comfortable because I found my way to manage my emotion.
After that even I received the negative feedback, I could take them as good ones.
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